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JOBS, JOBS, JOBS: TRANSFORMING FEDERAL 

HIRING 


WEDNESDAY, MAY 19, 2010 

House of Representatives, 

Subcommittee on Federal Workforce, Postal 
Service, and the District of Columbia, 
Committee on Oversight and Government Reform, 

Washington, DC. 

The subcommittee met, pursuant to notice, at 2:07 p.m. in room 
2154, Rayburn House Office Building, Hon. Stephen F. Lynch 
(chairman of the subcommittee) presiding. 

Present: Representatives Lynch, Norton, Cummings, Kucinich, 
Connolly, and Chaffetz. 

Staff present: Jill Crissman, professional staff; Aisha Elkheshin, 
clerk/legislative assistant; William Miles, staff director; Dan 
Zeidman, deputy clerk/legislative assistant; Rob Borden, minority 
general counsel; Howard Denis, minority senior counsel; Marvin 
Kaplan and Mitchell Kominsky, minority counsels; and Alison 
Prentschler, minority staff member. 

Mr. Lynch. Good afternoon. The Subcommittee on Federal Work- 
force, Postal Service, and the District of Columbia hearing will now 
come to order. 

I would like to welcome our ranking member, Mr. Chaffetz of 
Utah, members of the subcommittee, hearing witnesses and all of 
those in attendance. 

The purpose of today’s hearing is to review recent regulatory 
changes to hiring, such as shared registers, the upgraded 
USAJOBS Web site, and the veterans’ employment initiative, as 
well as to consider proposed legislative initiatives. 

The chairman, the ranking member, and the subcommittee mem- 
bers will each have 5 minutes to make an opening statement, and 
all Members will have 3 days to submit statements for the record. 

I would also like to ask unanimous consent that the American 
Legion’s statement be submitted for the record. 

Hearing no objections, so ordered. 

[The prepared statement of the American Legion follows:] 


( 1 ) 
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STATEMENT OF 

ROBERT MADDEN, ASSISTANT DIRECTOR 
NATIONAL ECONOMIC COMMISSION 
THE AMERICAN LEGION 
BEFORE THE 

SUBCOMMITTEE ON THE FEDERAL WORKFORCE, POSTAL SERVICE, AND THE 
DISTRICT OF COLUMBIA 

COMMITTEE ON OVERSIGHT AND GOVERNMENT REFORM 
UNITED STATES HOUSE OF REPRESENTATIVES 
ON 

“JOBS, JOBS, JOBS: TRANSFORMING FEDERAL HIRING” 


MAY 19. 2010 


Chainnan Lynch, Ranking Member Chaffetz, and Members of the Subcommittee: 

Thank you for this opportunity to present The American Legion’s views on transforming Federal 
hiring. The American Legion commends the Committee for holding a hearing to discuss this 
very important and timely issue. 

The Veterans’ Preference Act of 1944 was the first piece of legislation giving veterans a 
streamlined way to enter into Federal government service or civil service. Since this landmark 
legislation, there have been many modifications to this bill, such as adding mothers of veterans 
and spouses of veterans for hiring preference, but overall the original intent of the bill remains. 
Veterans’ preference is meant for those individuals who honorably served their country in the 
Armed Forces and are qualified to receive veterans' preference. The Federal government has a 
5-point and a 10-point preference for those of certain service and for those who are disabled 
veterans. Veterans have proudly served in defense of their country and the United States has 
legislated that these individuals should be granted preference in receiving government jobs. 

The American Legion believes changing and reforming the Federal hiring process is not an easy 
task but it is a necessary ta.sk. The antiquated ways of doing business caused veterans many 
months of waiting before getting word that they were or were not selected for a certain position. 
President Obama has announced two separate hiring initiatives that will assist veterans and help 
simplify and streamline the hiring process for veterans and all individuals who are looking to 
join the Federal workforce 

The first of those initiatives was the Executive Order on the Employment of Veterans in the 
Federal Government, signed in November of 2009. This government initiative enhances the 
recruitment of and promotes employment opportunities for veterans within the executive branch 
of the Federal Government. It also seeks to align the skills and career aspirations of veterans 
with the staffing needs of Federal agencies. The Office of Personnel Management (0PM) has 
issued a government-wide strategic plan that will focus on creating infrastructure and programs 
for the successful recruitment and employment of veterans within agencies. The Departments of 
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Defense (DOD), Labor (DOL), VA, and Homeland Security (DHS) as well as other agencies are 
partnering with OPM on the development of the strategic plan and its implementation. 

The second of those initiatives is: Improving the Federal Recruitment and Hiring Process, which 
was signed on May 2009. The old way of doing business when hiring individuals is out the 
window' and the OPM has taken steps to streamline the process. No longer do veterans, or any 
individuals, have to fill out KSA’s, but can submit just their resume and a cover letter. In 
addition they are no longer taking the highest 3 but are allowing more flexibility with the hiring 
managers to pick all of those who qualified for the position. Veterans who have qualified will be 
placed at the top of that list in order to make sure Veterans’ Preference is being used. OPM 
noted that the average time from initial screening to hire took the Federal government 
approximately 130 days. The Metric or goal that they are using will be to get that number down 
to 80 days or less. Veterans who are looking for immediate job placement will no longer have to 
wait the extended periods but will be allowed employment as soon as possible. The American 
Legion believes that Veterans who are seeking jobs within the Federal government should not 
have to wait 130 days but should be processed as quickly as possible. 

The American Legion supports the Federal Hiring Initiative because it ensures veterans receive 
the maximum opportunity to continue their service to this nation by working for the Federal 
government. It also makes sense for the government to take aggressive steps to keep 
transitioning military service personnel within the Federal government. Federal agencies will 
benefit from the skill-sets of veterans and transitioning service members. Approximately 25 
percent of federal employees are veterans. OPM reported in 2008 that DOD employed 257,933 
veterans, while the VA employed 73,623 veterans. The American Legion wants to see more 
Federal agencies reach these significant numbers of veteran employees. 

Veterans’ preference is the law, not a goal. The American Legion strongly urges all Federal 
agencies to ensure Veterans’ preference is being enforced and not passed over for another hiring 
process. Veterans have served and fought for this great nation and since the Civil war veterans 
have been granted preference for Federal hiring, a practice that The American Legion believes is 
being passed over for other hiring practices. 

Finally, The American Legion encourages Congress to oversee each agency to ensure veterans 
are being interviewed and hired. It is vital that human resource personnel be properly trained on 
veterans’ preference and that they are properly implementing Veterans Preference and using all 
available means to hire veterans. Veterans are and will continue to be an important source of 
talent for the Federal workforce. 

VA REGIONAL OFFICES (VARO) 

The American Legion believes that veteran’s are a good source for Federal Employment. The 
total number of veterans who work in Federal government is 25.5 percent as of 2008. With the 
work the VA completes on a daily basis, and specifically the claims processors and adjudicators, 
the American Legion believes that this work should be left to Veterans. Veterans have a better 
sense of what other veterans need. The veteran workforce percentage in VAROs range from 3.5 
percent to over 75 percent. This disparity is unacceptable and needs remedied. 
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FEDERAL CAREER INTERNSHIP PROGRAM (FCIP> 

The FCIP program is a service appointing authority that allows Federal agencies to hire without 
public notice. The FCIP program has increased its amounts of Federal hiring since its inception 
in 2000. In 2008, over 22,500 individuals were appointed under FCIP and now accounts for 
50% of new hires in professional and administrative positions in the GS-05, GS-07, and GS-09 
grade levels. Federal agencies are inclined to ignore the primacy of the competitive examination 
process, which includes the application of veterans’ preference in Federal hiring. With the 
multiple certificates that Federal agencies have at their disposal, this process leads to the hiring 
professional to view each one of these as the same and choose one over the other, thereby not 
following veterans’ preference. An individual can only be hired or appointed in the competitive 
service only if he/she has passed an examination or is of necessity excepted from examination. 
A departure from using competitive examining as the main entryway into Federal service can 
lead to violations of veterans’ preference laws. 

I would like to thank the Chair, Ranking Member and the rest of the Subcommittee for giving 
The American Legion the opportunity to address this important issue. 
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Mr. Lynch. I now yield myself 5 minutes for an opening state- 
ment. 

Ladies and gentlemen, those of us assembled here this afternoon, 
no matter our political stripes or whether an applicant, union 
member, manager, or current Federal employee, unanimously 
agree that the Federal Government’s hiring system falls short of 
the optimum. Since our Nation is experiencing numerous and com- 
plex challenges that require smart, capable individuals who possess 
the necessary skills and leadership abilities to ensure our future, 
it is critically important that the Federal Government, as an em- 
ployer, be able to easily recruit and hire qualified candidates. 

Unfortunately, this has not been the case over the past several 
years, which is why I have called today’s hearing to discuss how 
best to improve the Federal hiring process. 

The American public expects merit-based hiring for public service 
jobs, and rightfully so; however, this is easier said than done since 
enactment of the Pendleton Act, which established the Nation’s ad- 
herence to public notice and competition for Federal employment 
opportunities. Much debate has occurred on this topic, ranging 
from what assessment tools and standards should be used to evalu- 
ate applicants to where positions should be advertised and how 
candidates should ultimately be selected. 

Additionally, the Federal Government has long stood by its com- 
mitment to hire individuals with military service. And, given the 
large number of veterans stemming from Operation Iraqi Freedom 
and Operation Enduring Freedom and Afghanistan, it is critical 
that we continue to uphold this pledge. At the same time, scores 
of college graduates are eager to answer the call of service. It is my 
hope that, working with all of you in this room, we can craft a hir- 
ing structure that will fulfill our obligations to our veterans, as 
well as allow for the advancement of existing employees and the 
on-boarding of recent degree recipients. 

The Federal Government as an employer must also be engaged 
in ensuring that a diverse set of individuals are recruited and re- 
tained so that the public servants that are charged with performing 
the people’s business ultimately reflect our Nation’s society. 

During a time of high unemployment, as an employer the Gov- 
ernment has a special responsible to ensure that its citizens are 
aware of job openings and that the application process is completed 
as swiftly and as fairly as possible; thus, I anticipate the testimony 
and feedback we will receive from today’s witnesses will provide 
the subcommittee an opportunity to assess Federal hiring in gen- 
eral, as well as a chance to review recent executive branch hiring 
programs such as the veterans’ hiring initiative, the revamped 
USAJOBS Web site, and the shared registers and, of course, the 
President’s hiring reform memorandum that was issued just last 
week. 

I am glad that the subcommittee is joined by the Office of Per- 
sonnel Management Director, John Berry, who, as a champion of 
our Federal work force, has been tenaciously focused on advancing 
hiring reform for the Federal Government. 

Again, I thank each of you for being with us this afternoon and 
I look forward to your participation. 

[The prepared statement of Hon. Stephen F. Lynch follows:] 
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STATEMENT OF CHAIRMAN STEPHEN F. LYNCH 

SUBCOMMITTEE ON FEDERAL WORKFORCE 
AND POSTAL SERVICE, AND THE DISTRICT OF COLUMBIA 

HEARING ON 

“Jobs, Jobs, Jobs: Transforming Federal Hiring” 

Wednesday, May 19, 2010 

Ladies and gentlemen, those of us assembled here this afternoon, no matter our political stripes 
or whether an applicant, union member, manager, or current federal employee, unanimously agree that 
the federal government’s hiring system falls short of optimum. And since our nation is experiencing 
numerous, complex challenges that require smart, capable individuals who possess the necessary skills 
and leadership abilities to ensure our future, it is critically important that the federal government, as an 
employer, be able to easily recruit and hire qualified candidates. 

Unfortunately, this has not been the case over the past several years, which is why I have called 
today’s hearing to discuss how best to improve the federal hiring process. The American public expect 
merit-based hiring for public service jobs, and rightfully so. However, this is easier said than done. 

Since enactment of the Pendleton Act, which established the nation’s adherence to public notice and 
competition for federal employment opportunities, much debate has occurred on this topic, ranging from 
what assessment tools and standards should be used to evaluate applicants to where positions should be 
advertized and how candidates should ultimately be selected. 

Additionally, the federal government has long stood by its commitment to hire individuals with 
military service, and given the large number of veterans stemming from Operation Iraqi Freedom and 
Operation Enduring Freedom in Afghanistan, it is critical that we continue to uphold this commitment. 
At the same time, scores of college graduates are eager to answer the call of service. It is my hope that 
working with all of you in this room, we can craft a hiring structure that will fulfill our obligation to our 
veterans as well as allow for the advancement of existing employees and the on-boarding of recent 
degree earners. The federal government as an employer must also be engaged in ensuring that a diverse 
set of individuals are recruited and retained, so that the public servants that are charged with performing 
the people’s business ultimately, reflect our nation’s society. 

During a time of high unemployment, as an employer the government has a special re.sponsibility 
to ensure that its citizens are aware of Job openings, and that the application process is completed as 
swiftly and fairly as possible. Thus, 1 anticipate the testimony and feedback we will receive from 
today’s witnesses will provide the Subcommittee an opportunity to assess federal hiring, in general, as 
well as a chance to review recent Executive branch hiring programs, such as the Veterans’ hiring 
initiative, the revamped USAJOBS website, shared registers, and of course, the President’s hiring 
reform memorandum issued just last week. 

I’m glad that the Subcommittee is joined by Office of Personnel Management (OPM) Director 
,Iohn Berry, who as a champion of our federal workforce, has been tenaciously focused on advancing 
hiring reform for the federal government. Again, 1 thank each of you for being with us this afternoon, 
and 1 look forw'ard to your participation. 
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Mr. Lynch. I will now yield 5 minutes to the ranking member, 
Mr. Chaffetz of Utah. 

Mr. Chaffetz. Thank you, Mr. Chairman, and thanks to you. Di- 
rector Berry. I want you to know I sincerely appreciate the coopera- 
tive spirit that you bring to working with the subcommittee, and 
with both of our staffs on both sides of the aisle. That is very much 
appreciated and we thank you for being here today, and the other 
witnesses that will testify on the second panel, as well. 

I do support the Office of Personnel Management’s efforts to 
streamline and reduce the bureaucratic red tape, the Federal re- 
cruiting and hiring process. I am very sympathetic with the idea 
that it takes 160 days, and trying to reduce that down to 80 days. 
Even 80 days to me seems like much too long to have to go through 
the process for fulfilling a position. If suddenly an employee were 
to leave, for whatever reason, and there was a gaping hole, it 
seems like a very long, convoluted process that can certainly be 
streamlined. I am very sympathetic with those goals and concur 
with the goals along the way. 

At the same time, there are a number of concerns with the Fed- 
eral work force and I’m sure this won’t be easy. The Federal Gov- 
ernment already employs approximately 2.8 million civilian em- 
ployees and is experiencing a robust expansion of unprecedented 
levels. Perhaps this discussion is there for another day. 

When we talk about jobs, jobs, jobs, I am more concerned about 
jobs in the private sector, not the public sector, but, nevertheless, 
given the administration’s push for the growth and expansion of 
Government, we are going to have to deal with the fact that we 
need to hire people at unprecedented rates. 

I am concerned about the trend and believe that the hearing pre- 
sents an opportunity to examine how to maximize the efficiencies 
of the Federal work force and certainly try to become closer to what 
is already happening in the private sector. 

We have the average age of the Federal work force rising. We 
have retention rates that are much greater than in the private sec- 
tor because of these high-paying jobs with good benefits. At the 
same time, we have an aging work force, and we need to consider 
hiring practices that can fill the looming gap. Our troubled econ- 
omy has created a dynamic with more and more people looking for 
jobs than ever before. Prospective employees are no doubt seeking 
greater stability, higher pay, and attractive benefits that Federal 
employment has to offer. 

The American public, who on average earn significantly less in 
wages and benefits than Federal employees, rightfully demand 
their money be spent wisely and efficiently, something that cannot 
be said of the current Federal employment system. However, the 
administration is attempting to address some of these inefficiencies 
and I applaud them in those efforts. 

Last week the President issued a memorandum intending to im- 
prove the recruitment and hiring of Federal employees, and I ap- 
plaud these proposed reforms. I do have some specific questions 
and things that will need further clarification as we move forward, 
and hopefully they will all be successfully implemented. 

Today’s hearing allows us to engage in a spirited discussion of 
the administration’s recent memorandum and other initiatives, es- 
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pecially since Federal human resource management is one of our 
key oversight functions. 

I look forward to hearing from the witnesses today. 

I do believe there are some other issues that we will need to ad- 
dress, although not directly on topic. I think the idea and the no- 
tion that current Federal employees should he paying their Federal 
taxes and that potential Federal employees should he current in 
paying their Federal taxes is an issue that I will not let go of, and 
I think we need to address it sooner rather than later. 

Obviously, we have issues with veterans, with the intern pro- 
gram that I know Congressman Connolly and others are worlong 
on. Congressman Bilbray from the Republican side of the aisle. We 
will have to explore those ideas, as well. 

But again, Mr. Chairman, I want to thank Director Berry for 
being here and the cooperative spirit that he brings to us and look 
forward to the hearing. 

I yield back. Thank you. 

[The prepared statement of Hon. Jason Chaffetz follows:] 
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Opening Statement 

Rep. Jason Chaffetz, Ranking Member 

Subcommittee on Federal Workforce, Postal Service, and D.C. 

Hearing: "Jobs, Jobs, Jobs: Transforming Federal Hiring" 

May 19, 2010 

Thank you, Chainnan Lynch, for holding this hearing. 

Mr. Betxy was confinited as Director of the Office of Personnel Management over 
a year ago, and I appreciate that he has worked cooperatively with our Subcommittee. I 
support OPM’s efforts to streamline and reduce bureaucratic red-tape the federal 
recruiting and hiring process. At the same time, I remain concerned about numerous 
issues facing the federal workforce. 

The federal govenunent already employs approximately 2.8 million civilian 
employees and is experiencing a robust expansion. Meanwhile, the private sector has 
been losing jobs at alamring rates. I am concerned by this trend and believe this hearing 
presents an opportunity to examine how to maximize the efficiency of the federal 
workforce, not simply increase the size of the federal workforce. 

With the average age of our Federal workforce rising, we are facing an unusual 
retirement crisis. While the Federal govemment must consider hiring practices that can 
fill tlie looming gap, our troubled economy has created a dynamic of more and more 
people looking for jobs within the government. Prospective employees are, no doubt, 
seeking the greater stability, higher pay, and attractive benefits that federal employment 
has to offer. 

The American public, who on average cam significantly less in wages and 
benefits than federal employees, rightllilly demands their money be spent wisely and 
efficiently - sometlting that cannot be said of the current federal employment system. 

However, the Administration is attempting to address some of these 
inefficiencies. Last week, the President issued a Memorandum intended to improve the 
recruitment and hiring of federal employees. 1 applaud the proposed reforms. However, 
it remains unclear whether the proposed refonns can or will be successfully implemented. 

Today’s hearing allows us to engage in a spirited discussion of the 
Administration’s recent Memorandum, and other initiatives, especially since federal 
human resource management is one of our key oversight functions. 

1 look fonvard to hearing from our witnesses today about the challenges we have 
in seeking to properly structure our Federal workforce. We must continue our dialogue 
to ensure Congress takes action to improve the effectiveness and perfonnance of the 
federal govemment. 
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Mr. Lynch. I thank the gentleman. 

The Chair now recognizes the gentlelady from the District of Co- 
lumbia, Ms. Eleanor Holmes Norton, for 5 minutes. 

Ms. Norton. First, Mr. Chairman, I just want to commend, com- 
pliment, and thank you for letting no grass grow under your feet 
after this Executive order before calling us right here so that we 
can get moving on this right away. The complaints don’t begin with 
this administration, they seem to be ad infinitum. 

Of course, what the President has done raises other questions. I 
commend the President for as far as he has gone, and believe that 
we can go the rest of the way under your leadership, Mr. Chair- 
man. 

Thank you very much. 

Mr. Lynch. I thank you. 

It is the committee policy that all witnesses are to be sworn. 
Could I ask you please to rise and raise your right hand. 

[Witness sworn.] 

Mr. Lynch. Let the record show that the witness has answered 
in the affirmative. 

I will offer a brief introduction, and then we will proceed to ques- 
tions. 

Mr. John Berry serves as Director of the U.S. Office of Personnel 
Management, which manages the Federal Government’s Civil Serv- 
ice. Prior to Mr. Berry’s appointment, he was the Director of the 
National Fish and Wildlife Foundation and the Director of the 
Smithsonian Zoological Park. He also served as Assistant Secretary 
for Policy, Management, and Budget of the Department of Interior 
during the Clinton administration. 

We welcome you, sir, and I recognize you for 5 minutes for an 
opening statement. 

STATEMENT OF JOHN BERRY, DIRECTOR, OFFICE OF 
PERSONNEL MANAGEMENT 

Mr. Berry. Thank you, Mr. Chairman, Ms. Norton, and Mr. 
Chaffetz. I appreciate the opportunity to be with you today to dis- 
cuss many of the initiatives that the President put into motion last 
week and to go into those in greater detail with you. 

The President issued a memorandum directing agency heads to 
take specific actions to improve Federal recruitment and hiring 
processes by November 1st of this year. These actions include 
eliminating requirements that applicants answer long essay-style 
questions as part of their initial application for a Federal job. This 
requirement has discouraged many applicants qualified to work for 
the Federal Government over the years, and I believe their com- 
petencies, as the President determined, as well, can be assessed in 
better and less burdensome ways. 

The President’s memorandum allows applicants to use a simple 
resume and a cover letter as their application for Federal employ- 
ment. Alternatively, agencies may allow applicants to complete a 
very simple, plainly written application form or a packet. No mat- 
ter what approach, agencies must use valid and reliable tools to as- 
sess applicant qualifications. 

The President is also directing agencies to use category rating 
method in selecting candidates rather than the traditional rule of 
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three. This means selection will not be limited to just three can- 
didates, alone. Instead, under category rating applicants are placed 
into one or two or more quality categories and, of the candidates 
in the highest quality category, can be considered for selection, and 
veterans’ preference. And all of the veterans’ preference rules 
under the law still apply. 

Finally, the President’s memorandum directs agencies to ensure 
that supervisors and managers are more involved in the hiring 
process, which has not been the case, including work force plan- 
ning, recruitment, and interviewing. You cannot delegate an inter- 
view to an HR manager. The hiring manager is the one who has 
the experience with what the job requirements are. They need to 
do that interview and make those determinations. 

Finally, we have been working with 0MB for months to be ready 
to roll this memorandum out. To that effect, we issued a guidance 
memo to agencies last week. 0PM is deploying mobile assistance 
teams to allow immediate response to agencies that request them. 
Many of the larger agencies are already rolling in this regard. We 
are going to be setting up Web sites where we can share best prac- 
tices so that smaller agencies that might be running a little behind 
can stay in the game by following best practices throughout the 
Government, and we will be assisting in that regard. 

I would like to highlight, if I could, one of the most important 
issues for the President, and my highest priority, in fact, it was the 
first issue I began to tackle after sworn into this position, and that 
was increasing our veterans’ employment throughout the Federal 
Government, especially in the civilian side of the house. I believe 
the unemployment rates that our men and women returning from 
the middle east right now are the highest in history. They are over 
28 percent. They are unacceptable to me, and they are unaccept- 
able to this President. We are fully committed to reversing and 
lowering those numbers and to increasing the number of veterans 
hired throughout the civilian side of the Federal Government. 

To that end, last November the President issued Executive Order 
No. 13518. That order reinforced OPM’s partnership with the De- 
partments of Defense, Labor, Veterans affairs, and Homeland Secu- 
rity, along with all the rest of the Government, in promoting the 
employment of veterans throughout our Government. 

We have made good progress in the first 6 months of that. 0PM 
has issued our strategic plan in that regard that will guide us 
through 2012. That is available on our Web site. It focuses on dis- 
mantling barriers to veterans’ employment by reinvigorating lead- 
ership commitment to the employment of veterans, providing em- 
ployment counseling to veterans and opportunities to develop their 
skills, creating a marketing campaign to promote veterans’ hiring 
throughout the Government, and establishing a one-stop informa- 
tion gateway for employment information plus resources for veter- 
ans staffed by veterans. 

The other two things we are working on I am happy to report, 
Mr. Chairman, the council that the President’s Executive order has 
met twice. We now have standing in place in 26 Eederal depart- 
ments full-time veterans’ hiring officials; that is, not collateral 
duty, as it has been in the past. So we have committed true re- 
sources on this. We are building a network so that we can share 
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and match skills of our veterans who are returning with actual jobs 
in the Federal sector. 

I am also pleased to report I just returned from New York, where 
I was very honored to meet with the HR directors for over 200 For- 
tune 500 companies in the private sector. I asked them to consider 
allowing us to extend these opportunities for our veterans not only 
in terms of the Federal Government but into the private sector, as 
well, and to see if we could develop a system to share resumes that 
would be legal and appropriate. 

I have to tell you I was extremely pleased by the response, and 
they are working with us in that regard, and we are going to be 
setting up a model program with both the Veterans Affairs and the 
Department of Labor. I have to tell you. Assistant Secretary for 
Veteran Affairs at Labor, Ray Jefferson, is just one of the best in 
Government and he is a delight to work with. 

So I am very pleased. I think we are making great progress on 
this, and in the year ahead I think you are going to see those un- 
employment numbers come down because of it. 

Finally, I will wrap up because I know I am at the end, sir. We 
are working on overhauling USAJOBS. The next up, the President 
directed me to report back in 90 days on two last very critical 
things that are linked into this: how do we bring students effec- 
tively into our Government and do that responsibly and effectively, 
and then, finally, increasing the diversity within our Government, 
making sure that we have open access for all communities through- 
out our country. We are working hard on all of those regards, Mr. 
Chairman. 

I am very pleased to answer any questions that you or the com- 
mittee might have. 

[The prepared statement of Mr. Berry follows:] 
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Chainnan Lynch, Ranking Member Chaffetz, and Members of the Subcommittee: 

Thank you for the opportunity to testify today regarding the Office of Personnel Management’s 
(OPM) efforts to transform Federal hiring. OPM has been working with the Office of 
Management and Budget (0MB) and Federal agencies for almost two years to reform the 
Government’s recruitment and hiring systems. We are excited about what we have already 
accomplished and our plans for the future. 

I. Veterans Employment Initiative 

Before I describe our overall approach to Federal hiring reform, I would like to begin with a 
word about the President’s Veterans’ Employment Initiative. OPM believes that improving the 
recruitment and employment of veterans is an integral part of making the entire Federal hiring 
process as effective as possible. 

The Administration’s hiring reform effort fully incorporates the goals of the President’s Veterans 
Employment Initiative, which was outlined in Executive Order (E.O.) 13518 last November. 
That E.O. reinforced OPM’s partnership with the Departments of Defense, Labor, Veterans 
Affairs, and Homeland Security in promoting the employment of veterans in the Federal 
Government. At present, for example, OPM is working with the Department of Veterans Affairs’ 
Vocational Rehabilitation and Employment Program, to increase the Government’s effectiveness 
in recruiting and providing career counseling to veterans seeking Federal employment. 
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The E.O. established an Interagency Council on Veterans Employment, co-chaired by the 
Secretaries of Labor and Veterans Affairs. I serve as Vice-Chair of the Council, which held its 
first meeting last December to begin strategizing on the implementation of the goals laid out 
under the President’s order. 

At the end of January, 0PM issued the Govemmentwide Veterans ’ Recruitment and Employment 
Strategic Plan for FY 2010-2012. The Strategic Plan focuses on dismantling barriers to veterans’ 
employment by reinvigorating leadership commitment to the employment of veterans; providing 
employment counseling to veterans and opportunities to develop their skills; creating a 
marketing campaign to promote veterans’ hiring; and, establishing a one-stop information 
gateway for employment information plus resources for veterans, human resources professionals, 
and Federal hiring officials. 

In December 2009, 0PM established a Veterans Employment Program Office to provide 
Govemmentwide leadership in carrying out the Veterans Employment Initiative. The work of 
this office includes supporting the veterans’ employment advocates in each of the 24 Federal 
agencies identified in Ae E.O. and educating Federal hiring managers on the use of the various 
hiring authorities that can be used to employ veterans. We are confident that these measures will 
enable the Federal Government to benefit fully from the skills and experience our veterans have 
to offer, thereby helping us reach our goal of recruiting, retaining, and honoring a world-class 
workforce to serve the American people. 

n. Hiring “Wolf Packs” 

Under my leadership, 0PM launched two “wolf packs” to evaluate the Government’s current 
recruitment and hiring processes and develop proposals for reform. The “wolf packs” conducted 
an extensive review of relevant literature, held focus groups, and sought the views of 
stakeholders and other interested groups. This process culminated in the adoption of 
comprehensive proposals for reforms. We have been implementing some of these proposals over 
the past several months, and others are addressed in the President’s just-released memorandum 
for agency heads on “Improving the Federal Recruitment and Hiring Process” as well as an 
accompanying guidance memorandum from me. 

in. Presidential Memorandum on Improving 
the Federal Recruitment and Hiring Process 

The President’s memorandum of May II, 2010, directs agency heads to take specific additional 
actions by November 1 of this year. Agencies must eliminate any requirement that applicants 
answer essay-style questions as part of their initial application for a Federal job. We believe the 
requirement for detailed essays describing an applicant’s job-related knowledge, skills, and 
abilities, may have discouraged many qualified applicants. We believe competencies can be 
assessed in other, less burdensome and more effective ways. 

Second, under the President’s memorandum, applicants must be allowed to use a resume and 
cover letter as their application. Alternatively, an agency may allow applicants to complete a 
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simple, plainly written application. No matter the approach, agencies must use valid and reliable 
tools to assess applicant qualifications. 

The President is also directing agencies to use the “category rating” method in selecting 
candidates rather than the “rule of three.” What this means is that selection will not be limited to 
the top three candidates, and agencies need not assign each applicant a numerical rating and rank 
them in score order. Under category rating, applicants are placed into one of two or more quality 
categories. Any of the candidates in the highest quality category can be considered for selection. 
Veterans’ preference still applies. 

Finally, the President’s memorandum directs agencies to ensure that supervisors and managers 
are more involved in the entire hiring process, including workforce planning, recruitment, and 
interviewing, and that they are held accountable for the quality of their hires and for supporting 
the successful transition of new hires into the Federal service. 

We have been working with 0MB for months on planning for the issuance of the President’s 
memorandum. In fact, within hours of the President signing his memorandum to agencies, I 
issued my own guidance memorandum, which outlines what 0PM is doing to provide support 
for hiring reform implementation at the agency level. We have a full implementation plan that 
was launched the day after the President signed his memorandum. We are deploying Mobile 
Assistance Teams (MATs) to support agencies in implementing the hiring reform initiative. 
These teams will be composed of individuals firom 0PM and other agencies with expertise in 
recruiting, staffing, and other relevant areas of human resources management. We are also 
developing a goal-focused, data-driven system that will help hold agencies accountable for 
improving the quality and speed of their hiring process, hiring reform targets, and the satisfaction 
of merit system principles and veterans’ preference requirements. We have created a web page 
dedicated to hiring reform implementation. It will have the latest news and information about 
hiring reform, along with guidance and training materials to help agencies meet the requirements 
in the President’s memorandum. We will be offering “bite-size” training sessions as well as more 
in-depth seminars for human resources professionals and line managers. These are just a few of 
the many ways in which we are prepared to support agencies in implementing the President’s 
directive. 


A. End-to-End Hiring Roadmap 

About 18 months ago, 0PM released an End-to-End Hiring Roadmap, a tool we designed in 
partnership with the Chief Human Capital Officers Council to help Federal agencies streamline 
their hiring processes. The Roadmap focuses on the applicant’s experience in the Federal hiring 
process. The goal is to make sure applicants understand the hiring process, receive timely and 
clear communications to manage their expectations, and, once hired, they are assimilated quickly 
into their respective new organizations in order to become as effective as possible in their current 
position. The Roadmap describes how to integrate and streamline the five components of Federal 
hiring - workforce planning, recruitment, hiring process, security and suitability, and orientation. 
The Hiring Roadmap is designed to forge a more effective relationship between hiring managers 
and human resources professionals enabling agencies to attract, hire and retain top talent. 
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The Roadmap gives agencies comprehensive, step-by-step implementation instructions that 
provide for an 80-day hiring timeline, beginning with the manager’s request for the recruitment 
action and ending on the new employee’s first day on the job. We have outlined the entire hiring 
process in the Roadmap, showing the interrelatedness of the five components, as well as 
timelines and standards for accomplishing each step of the process, successful practices, 
templates for simplified job announcements, and scripts for communicating with applicants. 
OPM is ensuring agencies implement the Roadmap through meaningful metrics that measure 
applicants’ and managers’ satisfaction with the hiring process. We believe the End-to-End Hiring 
Roadmap is helping agencies accomplish two essential goals - namely, to give applicants a 
better job hunting experience and to accelerate the hiring process. 

The Roadmap is also helpful in identifying and addressing systemic obstacles to effective 
recruitment and retention at an early stage. When we are able to do this, we are likely to be more 
successful in resolving problems like extreme shortages in particular occupations. In such special 
circumstances, OPM works with the affected agencies to determine their needs. An example of 
this collaboration is the pilot project we implemented with the Federal Acquisition Institute. This 
project included streamlining the job opportunity announcement for entry-level contract 
specialists, reducing the announcement from more than 20 pages to around six pages, and 
outlining the duties and qualifications in plainer language. This project included a streamlined 
on-line assessment, a web page specifically designed for the acquisition community, and a 
centralized hiring strategy to share resumes among agencies. 

B. June 2009 OPM-OMB Memorandum to Agencies 

In June 2009, OPM and 0MB outlined a collaborative approach to engaging Federal agencies in 
an assessment of the current state of hiring, which included establishing a baseline fi'om which to 
set targets for improvement, and identifying barriers to progress. As of December 15, 2009, 
agencies were directed to shorten their hiring timeline by mapping their hiring process to OPM’s 
End-to-End Hiring Roadmap 80-day model. This also included simplifying job announcements 
for their top ten occupations by using plain language, reducing the announcement to no more 
than five pages, identifying barriers to efficient hiring, and notifying applicants at a minimum of 
four points in the application process. 

We were able to see significant, measurable progress by December 15. Eighty-four percent of the 
agencies met the five-page limit for their job announcements. Barriers were identified and 
corrective action plans were submitted by the agencies. The most common barrier was 
determined to be the time managers took to conduct interviews and make selections. Seventy- 
three percent of the major agencies met the applicant notification requirements by the December 
15 target date. 


C. Student Pathways 

As part of our broader hiring reform effort, OPM is currently reviewing student pathways into 
the Federal Government. This includes a review of current programs such as the Student 
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Temporary Employment Program (STEP), the Student Career Experience Program (SCEP), and 
the Presidential Management Fellows Program (PMF). Our goal is to establish clear paths for 
students who wish to work with the Federal Government, whether on a temporary or career 
basis. 

Consistent with the President’s May 11, 2010, memorandum, OPM also plans to evaluate the 
Federal Career Intern Program (FCIP) and provide the President with recommendations on that 
program. 


D. Shared Registers 

OPM has established 14 new shared registers that cover a number of common occupations across 
the Federal Government, such as financial management, contracting, human resources, 
information technology, office support, and security. To create these registers, OPM used a 
streamlined job opportunity announcement and “category rating”. We offered online, un- 
proctored assessments for the clerical occupations. The un-proctored assessments were pilot tests 
of commercially available clerical ability tests. Applicants liked taking the tests online, and the 
scores were similar to those achieved by applicants who had taken the test using paper and pencil 
in a supervised environment. OPM is maintaining these registers, including Ity referring high- 
quality candidates, responding to applicant inquiries, and removing unavailable candidates. 

There are over 100,000 excellent applicants on these registers, and we know the applicants are 
excited about the opportunity to join the Federal workforce. This is a great opportunity for 
agencies to address some of their current staffing challenges. Agencies may request referrals 
from these registers at no cost. Once they identify their hiring needs, we will filter the 100,000- 
plus certified applicants for the location and grade they are seeking, determine who meets 
minimum qualifications, apply veterans’ preference, and determine who is available for 
selection. This process takes us only two to three business days. 

Use of these shared registers means that agencies will not have to develop or issue an 
announcement nor wait for applicants to apply. Agencies will no longer have to look at the 
applications, rate or assess the applicants, apply veterans’ preference, and/or issue certificates. 
We estimate that these shared registers should save agencies about three weeks in the hiring 
process. 


E. Enhancements to USAJOBS 

OPM has made a number of upgrades to the USAJOBS site to make it more efficient and user- 
friendly. We made changes to the website based on usability studies, as well as extensive 
feedback from applicants through customer satisfaction surveys, help-desk tickets, and focus 
groups. These users often found the site confusing and challenging to navigate, and some had 
even abandoned their job search. 

The refreshed USAJOBS enhances the user experience by: 

• Updating the look and feel 
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• Introducing social media and increased personalization 

• Making it easier to move about the site 

• Enhancing the job search tool so applicants find the right job for them 

• Streamlining employment information to ensure guidance is readily available, and 

• Providing targeted resources for certain groups (students, executives, veterans, and 
individuals with disabilities) 

Later this year we plan to introduce two additional tools for agencies as part of the ongoing 
enhancement of USAJOBS. USAJOBSAssess will enable potential applicants to take cross- 
cutting competency-based assessments, which will help them choose a compatible occupation 
and agency to work for within the Federal Government. This will be done through advanced on- 
line assessments and job-matching based on the individual’s competencies, education, 
experience, and interests. OPM is currently developing and procuring state-of-the-art job-related 
assessments for ten of our more commonly filled Governmentwide occupations. 
USAJOBSRecruit will provide tools, education, and collaboration within the Federal recruiting 
community in a virtual environment housed on the USAJOBS website. 

F. Le£islative Proposal 

Finally, while there is much that we have accomplished and can still accomplish without 
legislation, we believe completing the reform process will require certain statutory changes. 
Some of these changes will simply involve bringing the staffing provisions of the law into the 
21st century. We are working within the Administration on a proposal and look forward to 
collaborating with the subcommittee to bring this into fiuition. 

Thank you again, Mr. Chairman, for the opportunity to discuss this important work with you and 
the subcommittee. I would be happy to respond to any questions that you may have. 
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Mr. Lynch. Thank you, Mr. Berry. We appreciate that. 

Here is what I am concerned about. I appreciate the work that 
you are doing on veterans’ hiring. I think that is a nohle and a cor- 
rect initiative for this country to take. These folks put on the uni- 
form, our men and women. They look like the American population, 
as well. And there is the added discipline and experience, patriot- 
ism that they have demonstrated. I am concerned that the non- 
competitive processes that have evolved would actually diminish 
the number of veterans that are hired. 

We have right now probably a quarter of a million men and 
women in uniform in Iraq and Afghanistan right now. 

Mr. Berry. Yes. 

Mr. Lynch. As you said, the unemployment rate of these folks 
coming back is astronomical. That should not be. 

I have seen, from this position as chairman, attempts by some 
agencies to completely circumvent the veterans’ hiring process, and 
not just with a few people, but to obtain basically a waiver from 
hiring veterans. That concerns me greatly. 

It seems, when I look across Government, some agencies do very 
well. If you talk about Department of Defense, obviously, they do 
a great job. I have seen great hiring at the Post Office, the U.S. 
Postal Service, very aggressive in trying to bring veterans into the 
work force. Treasury, not as well. So it is a real hit or miss. We 
have seen Department of Homeland Security, they have adopted a 
system that goes completely around the veterans hiring preference, 
and you would think Homeland Security would be something that 
our veterans coming out of the service might have an actual 
strength in. That is mind-boggling, to say the least. 

So, while I understand we need to fix this system, and I think 
you have done great work here getting rid of that essay, that sort 
of anachronism to an earlier time, although I think in some posi- 
tions strong writing skills are very, very important, but I don’t 
think it should be the threshold inquiry. 

How do I know next month, if we adopted this today, how do I 
know that next month my veterans are still being hired? How do 
I know that by opening the door to some young people coming out 
of college and who are extremely well trained and capable, we are 
not closing the door to some of my veterans, because that just can- 
not happen? 

Mr. Berry. Mr. Chairman, my personal commitment to you and, 
I believe I can convey, as well, of the President, is that there is no 
intention to do whatsoever anything that would restrict or reduce 
our commitment to hiring veterans. In fact, we want to increase 
the number of veterans we are hiring across the board. So we are 
watching these numbers very carefully on a month-to-month basis. 

I believe in leading by example. 0PM is one of those civilian 
agencies that we do a good job of hiring veterans. We range be- 
tween 25 and 30 percent of our hires, our new hires, are veterans. 
Now, across the Federal Government that ranges. I don’t want to 
imply that applies everywhere. 

One of the reasons we pursued the President’s Executive order 
last November was some agencies, as you mentioned, Mr. Chair- 
man, are as low as 5 percent. Some, like DOD, are at 50 percent. 
Obviously, they are doing a fantastic job. The VA does a fantastic 
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job. Homeland Security, sir, actually does a pretty good job. They 
are in that 15 to 25 percent category. 

What we are looking at the council that the Executive order has 
created that is chaired by Secretary Selecky and Secretary 
Shinseki, and I am the vice chair of that council, sir, is the first 
year, since we are just getting this up and running in the agencies, 
the guidance we have given all of the agencies is: do better than 
you did before. Hire more veterans than you have done before. 
Whatever you are doing now, do better. So that is this year’s direc- 
tive and goal. 

But at our next council meeting, which is going to be in early 
summer, what is on the agenda to discuss, Mr. Chairman, is actu- 
ally setting hard-target goals that we can look at to hold people ac- 
countable in the next fiscal year, where we are giving them ade- 
quate warning to prepare. 

What we are looking at as an approach that is being discussed 
is, if you are in the 5 to 10 percent hiring, then you have to do 
more. We are going to put a higher burden on your shoulders to 
catch up. Obviously, if you are at DOD and you are already at 50 
percent, it is kind of hard. They are not going to be able to have 
that same percentage increase. 

So we are asking those agencies at the top to hold the line, while 
we bring the ones at the bottom up. And so next year we are going 
to have pretty good hard goals — and the next council meeting is 
going to be discussing this — to set those specific priorities, Mr. 
Chairman, so we can hold it accountable. 

But I can tell you this, back to your first question: we are watch- 
ing these numbers on a month-to-month basis, and if they go down 
we will immediately react. We are not going to let our veterans suf- 
fer under any program that this administration puts in place. 

I am concerned by some of the issues that you raised and that 
are in existence. We are going to be working with those agencies 
to correct them. But the bottom line is we want those numbers to 
all get better. 

Mr. Lynch. That is very reassuring to hear. 

In closing, I would just say, having spent a lot of time with men 
and women in uniform, you have some very, very, very highly 
trained and very capable people. These are our very best in every 
aspect of it. 

I yield 5 minutes to the ranking member, Mr. Chaffetz of Utah. 

Mr. Chaffetz. Thank you. And thank you, again. Director Berry, 
for being here. 

My understanding is we have roughly 2.8 million civilian Federal 
employees that we — go ahead. 

Mr. Berry. Right now the number I have, Mr. Chaffetz, is two 
million. 

Mr. Chaffetz. OK. 

Mr. Berry. I am not sure where you are getting the 0.8, the 
800,000 from. We are happy to work with your staff on that, but 
the civilian work force is, my understand, 2 million. 

Mr. Chaffetz. OK; 2 million. 

Mr. Berry. OK. 

Mr. Chaffetz. And my understanding is that non-Postal civilian 
work force has increased roughly about 105,000 since the President 



21 


took office in January. Again, I know I am throwing some numbers 
at you right off. If that is not it, help clarify that for us. 

Mr. Berry. Gotcha. 

Mr. Chaffetz. I want to get the number accurate. In the short 
range and the long range, how many Federal workers are we look- 
ing to grow and expand? I mean, we have had this massive health 
care bill. We have a lot of other pieces of legislation. We are spend- 
ing at unprecedented levels. From your vantage point, how many 
people are we going to be hiring in the Federal Government, new 
employees, net increases, in the short and long range? 

Mr. Berry. Mr. Chaffetz, the majority of those hired that you 
talked about, the increases that have been made, my understand- 
ing sort of fall into three categories. One is veterans’ hospitals, 
where we have been putting in place more nurses and more doctors 
to handle some of the more severe cases that are returning from 
the Middle East. That is 1 percentage category. I will get you these 
exact numbers in response for the record. 

Mr. Chaffetz. OK. 

Mr. Berry. The second two major categories are the financial 
regulation that Treasury has had to put into place to restore stabil- 
ity to our financial markets has required us to do some additional 
hiring in the regulatory arena in the financial industry. 

The third category, the third major category, is Department of 
Homeland Security. 

Clearly, over 80 percent, 80 to 90 percent of the increase that you 
discuss is in those three categories in terms of an increase. 

Mr. Chaffetz. OK. And that is looking back. But looking 
forward 

Mr. Berry. Looking forward, the one thing I think the Office of 
Management and Budget and we are looking at, this President is 
not looking to significantly grow the size of Government. But one 
of the things that we need to be aware of 

Mr. Chaffetz. I disagree with you on that point, but continue. 

Mr. Berry. I respectfully would argue that point with you. 

One of the things we need to be aware of and what has happened 
over the past 10 years is there has been a significant increase in 
the number of contractors by the Federal Government. What the 
Office of Management and Budget has directed agencies to do now 
is to go through and define what are essential functions that need 
to be done by Government employees 

Mr. Chaffetz. I appreciate all that. I have to get through some 
other questions here. 

Mr. Berry. OK. 

Mr. Chaffetz. Do you have a net number that you are looking 
toward? You have to have some sort of plans. I mean, you got the 
President to sign off on an expansion plan, and I appreciate the 
goals. Some of the testimony on the second panel says at any given 
time there are 40,000 open jobs on USAJOBS.gov, or whatever the 
Web site address is. How many are you planning for? 

Mr. Berry. Well, Mr. Chaffetz, you have to understand 

Mr. Chaffetz. We are not going to have a net decrease in the 
number of Federal employees? 

Mr. Berry. First, there is no plan for a major increase or run- 
up of the Federal Government. Let me just assure you of that. 
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Forty thousand is low. Let me tell you, our average spin rate for 
jobs, out of 2 million people, there is an average, between retire- 
ments and people moving into other sectors, it is between 200,000 
and 300,000 people a year that we are hiring on a regular basis, 
so we are regularly recruiting. But that isn’t additional jobs; those 
are filling existing jobs. 

Mr. Chaffetz. Undoubtedly. That is why I am trying to figure 
out, because if you go to page 4 of what the President put out, 
which I believe is section 2, paragraph F, it says, “Develop a plan 
to increase the capacity of USAJOBS to provide applicants, hiring 
managers, and human resource professionals with information to 
improve recruitment and hiring process.” That sounds like a laud- 
able goal. What I am trying to get at is: it seems that priority one 
with USAJOBS is to streamline, make it work, make it efficient. 
But what the President put forward here is to increase the capac- 
ity. It is not working now. 

Mr. Berry. If I could, Mr. Chaffetz, explain that? 

Mr. Chaffetz. Yes. 

Mr. Berry. It is not to increase the capacity to grow the size of 
Government. What we do right now is, there are many jobs that 
are not advertised on USAJOBS. We call them the excepted service 
categories. Those are only advertised within Government agencies. 
People don’t know about them, and Americans aren’t allowed to 
compete for them, and veterans don’t know about them and are al- 
lowed to compete for them. 

And so what the President is concerned about is he wants to 
bring all of those jobs which are 

Mr. Chaffetz. How many fall into that category? 

Mr. Berry [continuing]. Advertised quietly onto USAJOBS so all 
American citizens and veterans would know what is out there and 
they could apply and compete for them. 

Mr. Chaffetz. Give me a sense of the scope. 

Mr. Berry. It is 2 million, sir. So the 

Mr. Chaeeetz. No. The ones that are not advertised that prob- 
ably should be advertised. 

Mr. Berry. I will have to get you that number. 

In other words, there is no plan and 0PM is not driving to in- 
crease USAJOBS to do any massive hiring at this point in time; 
it is to handle the existing systems that we have in place. 

Mr. Chaffetz. I am not trying to lay blame at your feet that 
Government is growing at an exceptionally large rate, but most 
every metric you could look at, that is the reality that you are 
going to have to deal with. And I am very sympathetic that you are 
going to have to hire literally hundreds of thousands of people over 
the course of time. I am just trying to get a size of that scope. 

Help me understand how many people. Do we have a metric that 
says how many people are applying per job that is available? I 
mean, are you dealing with seven applicants for every available 
job? I mean, I have no idea what the scope of that is. 

Mr. Berry. We can get that for you. 

It really ranges on the position, Mr. Chaffetz, in that some are 
obviously very popular. 

Mr. Chaffetz. Sure. 
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Mr. Berry. There are some jobs that are so popular we might get 
as many as 10,000 applications. 

Mr. Chaffetz. What job is that? 

Mr. Berry. So there are many positions that do draw, because 
we are also advertising across the entire country. 

Mr. Chaffetz. I am sure it is not your job. 

Mr. Berry. So when you advertise across the country, just the 
level of interest, we are regularly having to screen through thou- 
sands of applications per application. So it is a rare job where we 
are only looking at seven resumes, for example. 

Mr. Chaffetz. I guess part of what I would like to get through, 
and, again, it is hard in 5 minutes of questioning, is USAJOBS is 
a critical feature for the functionality in a Government that oper- 
ates from coast to coast and beyond. How that Web site works, the 
resources that you need, I think the scope, it is a nuance but it is 
important to me to develop a plan to increase the capacity is not 
just about the capacity. I guess the point I am trying to make is: 
the efficiency, the effectiveness, the streamlining of it, I support all 
of those goals, but I would like at some point to have some sort of 
metric to understand how hard that system is being pushed, be- 
cause for a lot of people, it is just not working. 

It sounds like there are a whole lot of jobs out there that the 
Government is hiring that are not even on there yet. 

Mr. Berry. Right. 

Mr. Chaffetz. So if you can help me along the way in under- 
standing that, certainly streamlining this from 160 days to 80 days 
to hopefully something that is like 30 days would be in everybody’s 
interest. 

I appreciate the time and yield back. Thank you. 

Mr. Lynch. Thank you. 

Mr. Berry. Mr. Chairman, if I could? 

Mr. Lynch. You could. 

Mr. Berry. Just to respond briefly. Mr. Chaffetz, I would be very 
welcome for both your staff and the chairman’s staff to come down. 
We are trying to overhaul and we want USAJOBS to be efficient 
to meet the standard of the private sector. The reason the Presi- 
dent picked 80 days in the memorandum, not only was it half of 
sort of what we were doing now, we did survey, when I was with 
those Fortune 200 companies. Fortune 500 companies, 80 days is 
the average standard for Fortune 500 companies. Obviously, there 
are positions you can move quicker on, but on average, because 
some complicated jobs take longer 

Mr. Chaffetz. Hey, if you can cut it in half, more power to you. 

Mr. Berry. Gotcha. But we welcome you to come and help us 
and look at what we are planning to do with USAJOBS. We are 
very open and transparent about that. 

Mr. Chaffetz. Thank you. 

Mr. Lynch. Thank you. 

Just to sort of put an exclamation point on what the ranking 
member is saying, the last set of numbers that we have, I think 
it was 2007. In 2007, in the competitive hiring area, where actually 
veterans get to have their preference counted, of all the people we 
hired in 2007, 56 percent were in the competitive area where veter- 
ans could apply their preference, but 44 percent of the jobs, 44 per- 
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cent of the hiring was black box. It was outside the open hiring, 
outside the USAJOBS, outside the purview of the American public, 
outside the purview of Congress. Outside, 44 percent of hiring. 

So what we would like to do is get more in the competitive piece, 
and I think your opening remarks are right on, spot on. But we 
would like to see more transparency. That would also reduce our 
anxiety about going around the veterans’ preference. 

That is all I have. 

The Chair recognizes the gentlelady from Washington, DC, Ms. 
Eleanor Holmes Norton, for 5 minutes. 

Ms. Norton. Thank you, Mr. Chairman. You opened a line of 
questions that most concerns me. Actually, I was shocked to find 
how many employees are hired outside of competitive service. I al- 
ways brag about how Federal service is competitive, and I don’t 
think I am going to brag that way any more until I see greater 
signs of that. 

The ranking member talked about you are going to be hiring 
thousands and thousands. You bet your bottom dollar, because 
your work force disproportionately consists of Baby Boomers who 
came into the Federal Government at the time when Government, 
I suppose starting with Jack Kennedy, when these idealistic young 
people came into the Government and spent their entire service 
here. Yes, it is time for them to go because they are reaching re- 
tirement age. 

Mr. Chairman, the figures you named I found startling. It is as 
if the Federal service believes it could get a little bit pregnant, but 
you can’t. Either you are competitive or you are not competitive. 
When you have such a huge proportion of jobs, I can’t even under- 
stand how we got that many. My line of questioning goes to that, 
because I am interested not only in what it does to veterans, but 
frankly what it does to everybody else. 

The so-called Federal career intern program, what percentage of 
Federal employees are hired in that program? 

Mr. Berry. Let me see if I can get you the exact number, Ms. 
Norton, if I could. 

Ms. Norton. I would like that number. 

Mr. Berry. We will get you that number for the record. 

Ms. Norton. Do all agencies have the authority to hire under 
the Federal career intern program? 

Mr. Berry. Yes. That is a delegated authority that goes directly 
to the agency, not through the Office of Personnel Management. 

Ms. Norton. So it has been delegated by you to all the agencies? 

Mr. Berry. Through the law. 

Ms. Norton. How then can you account for the fact that some 
agencies look like that is how they do hiring, like the Department 
of Homeland Security, and others look like they still believe they 
are in the competitive service? 

Mr. Berry. I am a little bit at a disadvantage, Ms. Norton, be- 
cause the Federal career intern program is one of the ones that we 
are now looking at in-depth, both at our agency. It is the subject 
of a lawsuit right now, of which I am a plaintiff in the suit. And 
the President has directed me to fully investigate this program and 
report back to him within 90 days on my recommendations and 
thoughts and substance of this program. 
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Ms. Norton. Mr. Berry, give me a legitimate reason. Just give 
me a hypothetical why an agency would use the Federal career in- 
tern program. What would the agency say, if it were asked, which 
apparently it has not been? 

Mr. Berry. It would be used to bring in students or young people 
into the Government into 

Ms. Norton. So how long a tenure? 

Mr. Berry [continuing]. Into an experimental category. 

Ms. Norton. How long a tenure do these career interns, that is 
an oxymoron, career and intern. You know, an intern by definition, 

1 thought, was supposed to be a short-term employee. What is the 
average term of employment of these career intern employees? 

Mr. Berry. As the program is established, they are allowed for 

2 years under the internship, and if they pass their performance 
evaluations and are in good standing they can then be converted 
into the Civil Service after that 2 years. 

Ms. Norton. Oh, my goodness. And you mean this program has 
been going on without a watchdog at the 0PM seeking to make 
sure that it does not become a detour after 2 years around the com- 
petitive process? There is nobody that has been in charge of looking 
at this program? You don’t have anybody in your office whose job 
it was to watch this program? 

Mr. Berry. It has been in existence since 2000, Ms. Norton. 

Ms. Norton. That is a long time, Mr. Berry. 

Mr. Berry. Yes, ma’am. 

Ms. Norton. That is why, when I asked for the figures, obviously 
I mean for you to submit those figures within 2 weeks to the chair- 
man of this subcommittee, so we can have some idea of what we 
are talking about. I have no idea what the universe. I mean, what 
kinds of jobs? 

I am concerned because, for example, I am on the Homeland Se- 
curity Committee, and my understanding is that is one of the agen- 
cies that has used this program more than others. I wonder if they 
are reciting security. 

You know who the Homeland Security Committee is? Let’s get 
down. It is really the same agencies they were before. It is really 
the Coast Guard and the Border Patrol, and they are really doing 
99.9 percent of the same civilian mission and function they were 
doing all along. And I just need to know why some agencies, it 
looks like it is not a lot of agencies, would be hiring in this way, 
others would not be. I just have no fix on how one agency would 
be so much out in front of others. Anything you can tell me about 
them I would most appreciate. 

My time is up. 

Mr. Lynch. I could just perhaps illuminate a little bit. The ca- 
reer internship program in 2003 had about 400 participants back 
in 2003. Today it has almost 28,000. So we have seen it just in the 
past years 

Ms. Norton. So that is more than half of your 44,000 non-career 
employees then? 

Mr. Lynch. Well, it is a different timeframe, though, because I 
am going from 2003 to today. That is how many are in it. It might 
be a multi-year internship, so I really can’t measure, but I do know 
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that the total participation rate went from 400 to 28,000. That just 
sends some red flags to me. 

Another one of our Members who has been very energetic and 
very much engaged in the plight of Federal workers and also has 
offered his own legislation regarding the way student internships 
are handled is Mr. Connolly of Virginia, and I now recognize him 
for 5 minutes. 

Mr. Connolly. Thank you, Mr. Chairman. Might I have the in- 
dulgence to go through my opening statement? 

Mr. Lynch. Absolutely. 

Mr. Connolly. I am sorry I am late. 

Mr. Lynch. I understand you are in a competing committee, so 
you are now recognized for 5 minutes for an opening statement. 

Mr. Connolly. I thank the Chair. 

I welcome John Berry and thank him again for his leadership. 

The Federal Government faces a daunting challenge to recruit 
and retain public service employees. With 48 percent of the Federal 
work force eligible for retirement some time over the next 10 years 
or so, with projections of 350,000 Federal employees retiring as 
early as 2016, we must expand our capacity to recruit and retain 
highly skilled Federal employees to fill crucial positions in Federal 
agencies. 

President Obama and Director Berry have taken aggressive ac- 
tion to reduce delays associated with Federal hiring by eliminating 
anachronistic applicant essay requirements and pressing agencies 
to expedite hiring. Chairman Towns and Chairman Lynch have 
provided visionary leadership on this committee by advancing the 
Federal Retirement Reform Act, the Telework Improvements Act, 
the Paid Parental Leave Act under the Domestic Partnership Bene- 
fits and Obligations Act, all of which I believe will help in facilitat- 
ing that goal. 

Building on these achievements, I introduced the Federal Intern- 
ship Improvement Act, H.R. 3264, with our colleague. Congressman 
Bilbray of California. As the chairman just mentioned, this legisla- 
tion is a logical complement to our committee’s comprehensive ef- 
fort to improve Federal recruitment and retention. I greatly appre- 
ciate the collaboration of the Partnership for Public Service, the 
National Treasury Employees Union, the National Association of 
Schools and Public Affairs and Administration in developing and 
promoting this legislation. 

In light of the President’s Executive order directing 0PM to 
study the Federal career internship program, I intend, when we 
mark up this bill, to introduce an amendment in the nature of a 
substitute to strike the non-competitive hire portion of our intern 
bill. This will ensure our effort focuses on strengthening student in- 
ternship programs consistent with 0PM hiring reforms. 

Most Federal agencies have intern programs that lag far behind 
the private sector in conversion of qualified interns to full-time em- 
ployees. In 2007, for example, only 3,939 of 59,510 student interns 
became full-time Federal employees, a dismal 6.6 percent conver- 
sion rate. By comparison, in the private sector employers converted 
50.5 percent of their interns to full-time positions in 2007. 

Congressman Bilbray and I worked with the Partnership of Pub- 
lic Service and other public service oriented organizations to de- 
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velop the Federal Internship Improvement Act to strengthen these 
programs. This bill requires Federal agencies to report on best 
practices such as whether they conduct exit interviews and imple- 
ment effective intern mentorship programs, whether they rotate 
people around the agencies so they get the full panoply of the mis- 
sion. 

To improve recruitment of interns into full-time positions, we 
must have a better understanding of best practices that could be 
implemented across all Federal agencies with some uniformity, 
which is desperately lacking right now in the Federal workplace. 

This committee has made great progress, Mr. Chairman, in en- 
suring that the Federal Government can recruit and retain employ- 
ees in the national capital region’s highly competitive labor market. 
I applaud you and Chairman Towns for your leadership on these 
issues and ask that we mark up the Federal Internship Improve- 
ment Act at the earliest possible date. 

I thank the Chair for my time. 

[The prepared statement of Hon. Gerald E. Connolly follows:] 
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Opening Statement of Congressman Gerald E. Connolly 
“Jobs, Jobs, Jobs: Transforming Federal Hiring” 

Subcommittee on Federal Woricforce, Postal Service and District of Columbia 
May 19, 2010 


The federal government faces a daunting challenge to recruit and retain public service employees. With 48% of 
the federal workforce eligible for retirement over the next five years, and projections of 350,000 federal 
employees retiring by 2016, we must expand our capacity to recruit and retain highly skilled federal employees 
to fill crucial positions in federal agencies. President Obama and 0PM Director Berry have taken aggressive 
action to reduce delays associated with federal hiring by eliminating anachronistic applicant essay requirements 
and by pressing agencies to expedite hiring. Chairman Towns and Chairman Lynch have provided visionary 
leadership on this committee, by advancing the Federal Retirement Reform Act, the Telework Improvements 
Act, the Paid Parental Leave Act, and the Domestic Partnership Benefits and Obligations Act. 

Building on these achievements, I introduced the Federal Internship Improvement Act, H.R. 3264, with 
Congressman Bilbray. This legislation is a logical complement to our Committee’s comprehensive effort to 
improve federal recruitment and retention. I greatly appreciate the collaboration of the Partnership for Public 
Service, National Treasury Employees Union, and National Association of Schools of Public Affairs and 
Administration in developing and promoting the this legislation. 

In light of President Obama’s Executive Order directing 0PM to study the Federal Career Internship Program 
(FCIP), I intend to introduce an amendment in the nature of a substitute during mark up that strikes the non- 
competitive hire portion of our intern bill. This will ensure our effort focuses on strengthening student intern 
programs, consistent with OPM’s hiring reforms. 

Most federal agencies have intern programs that lag far behind the private sector in conversion of qualified 
interns to full time employees. In 2007, only 3,939 of 59,510 interns became full time federal employees, a 
dismal 6.6% conversion rate. By comparison, private sector employers converted 50.5% of interns to full time 
positions in 2007. Congressman Bilbray and 1 worked with the Partnership for Public Service and other public 
service oriented organizations to develop the Federal Internship Improvement Act to strengthen our programs. 
This bill requires federal agencies to report on best practices, such as whether they conduct exit interviews and 
implement effective intern mentor programs. To improve recruitment of interns into full time positions we 
must have a better understanding of best practices that could be implemented across all federal agencies. 

This Committee has made great progress ensuring that the federal government can recruit and retain employees 
in the National Capital Region’s highly competitive labor market. I applaud Chairman Towns and Chairman 
Lynch for their leadership on these issues, and I ask that we mark up the Federal Internship Improvement Act at 
the earliest possible date. 
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Mr. Connolly. If I may now ask just three questions of Director 
Berry. 

Director Berry, why do you think Federal internship programs 
have such a low conversion rate compared to the private sector? 

Mr. Berry. Well, Mr. Connolly, first let me thank you and Mr. 
Bilbray and all the members of the committee for your concern and 
attention on this issue. We welcome the energy that you have 
brought to this. 

One of the things I am very pleased to cite in the President’s 
memorandum is not only has he asked me to review the Federal 
career internship program, but to propose a framework for provid- 
ing effective pathways into the Federal Government for college stu- 
dents and recent college graduates. 

So we very much look forward to working with you and the mem- 
bers of the committee on both sides of the aisle over the next 90 
days to see if we can help craft proposals that will allow people to 
have clean pathways to enter the Federal Government that will be 
understandable to students. Right now what we face is a very con- 
fusing panoply of options that more often than not they just walk 
away from. 

The conversion rate is very poor. We are looking forward to in- 
creasing that substantially. 

Obviously, if after we have made this training commitment we 
have provided, the people have performed well, that is a great pool 
to draw on for Federal service. So we need to look at all of those 
options and do what we can to improve those numbers. 

There are so many reasons to tell you why they are low now, but 
I think your legislation proposes a lot of great suggestions that we 
need to incorporate, and we will look forward to working with you 
and hopefully expanding this as we develop our report back to the 
President in August. 

Mr. Connolly. Thank you. 

Just one more question if I may, Mr. Berry. Are there private 
sector best practices you think we could benefit from in that re- 
view? And are you going to be looking at those best practices as 
part of the overall comprehensive look at these student internship 
programs? 

Mr. Berry. Absolutely. Congressman, last fall Dean Elwood from 
the Harvard Kennedy School convened for us a wonderful sort of 
thought conference, and we are looking at actually reconvening 
that now because it was so helpful. Actually, much of what you see 
in the hiring reform not only came out of the legislative ideas from 
this committee, but from that great exchange of ideas. What that 
was was we brought together leaders from the private sector, lead- 
ers from the nonprofit world, leaders from our labor communities 
who came together and really helped us wrestle with a number of 
these topics. 

One of the things they expressed was concern that we need to 
do a better job of both having clean, clear pathways for students 
to join the Federal work force, and to convert if they are doing 
great work. 

At the same time, we need to make sure that we are honoring 
our merit principles, that we are honoring our veterans’ preference. 
So whatever we do, we have to design with those two hallmarks 
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in mind, but I think we can do it and I look forward to working 
with you on developing a proposal that we can all get behind and 
be very proud of. 

Mr. Connolly. Thank you. 

Mr. Chairman, I have several letters of support for this legisla- 
tion, and with your consent and that of the committee I would ask 
that they be entered into the record. 

Mr. Lynch. OK. The Chair asks unanimous consent that the 
gentleman’s letters of interest be entered into the record. 

Hearing no objection, so ordered. 

[The information referred to follow:] 
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September 2, 2009 ^ 

The Honorable Gerry Connolly 
327 Cannon House Office Building 
Washington, DC 20515-4611 

Dear Representative Connolly: 

On behalf of the Partnership for Public Service, I would like to commend you for introducing the Federal 
Internship Improvement Act, an important piece of legislation which will enable federal agencies to build 
new pipelines into the federal workforce by making the most out of their interns - a valuable source of 
future talent. 

As you are well aware, federal agencies are facing significant hiring challenges. The Paitnership recently 
surveyed agencies and found they wilt need to fill more than 200,000 mission-critical positions within the 
next three fiscal years. Student internship programs provide an excellent mechanism for assessing and 
bringing top talent into federal public service. 

Unfortunately, the federal government does a poor job of converting highly capable interns into 
permanent hires. In our report, “Leaving Talent on the Table”, we found that in 2007, federal agencies 
employed 59,5 1 0 interns through two of its largest paid internship programs, yet only 3,939 - 6.6 percent 
“ of those student interns were hired into permanent Jobs. In comparison, private sector employers in 
2007 converted 50.5 percent of their interns to full-time, permanent positions according to a survey by the 
National Association of Colleges and Employers. The federal government can and must do a better job 
using student employment programs as a means of finding and assessing potential new hires. 

The Federal Internship Improvement Act will confront this very l.ssuc by requiring agencievS to collect 
data and provide an annual report to 0PM and ultimately Congress on a number of important items, 
including how agencies recruit interns, the number of interns hired and ultimately converted to permanent 
pOvSitions, and the quality of the internship experience as identified through exit interviews. We are also 
pleased to see that agencies will be required to designate an internship coordinator and publicly post 
available internship positions with a clear point of contact to help attract the best candidates. The 
legislation also requires 0PM to create a central database with the names of individuals who are 
completing their internships and are seeking federal employment, and gives agencies the authority to 
make noncompetitive appointments leading to conversion to term, career, or career-conditional 
employment. The central database and appointment authority will enable agencies to gain access to a 
talented pool of potential candidates. 

As the bill moves forward, we strongly encourage you to reexamine the definition of “internship 
program” at Section (2) (f) ( 1 )■ This definition may be considered overly broad by those who may be 
concerned with extending the noncompetitive appointment provisions in Section (2) (d) to too large a 
group or who are concerned that the reporting requirements of Section (2) (e) would encompass more 
individuals than is reasonable. One way to address that concern would be to tighten the definition of 
“internship program” to something similar to the following: 
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Internship Program. — The term "internship program ’’ means a formally structured program for students 
in which the work assigned to the student is related to his or her academic or career goals and for which 
there is a written agreement between the student, their school, and the agency as to the nature of the work 
assignments; the procedures to he used to evaluate the work; the schedule for both work assignments and 
class attendance; and the requirements for continuation in and successful completion of the internship. 

We also recommend inserling the words “number and” before “percentage of individuals” in Section (2) 
(e) (C) ill order to provide Congress with more data about the appointment and conversion of interns. 

Again, I would like to thank you for your leaderehip on this important issue. The Federal Internship 
Improvement Act will hold agencies accountable and challenge them to create meaningful internship 
programs. We look forward to working with you and your staff to build support for the legislation. 

Very best wishes. 

Sincerely, 



Max Stier 
President and CEO 
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April 9, 2010 

The Honorable Gerry Connolly 

House Committee on Oversight & Government Reform 

327 Cannon House Office Building 

Washington, DC 20515 

Re: HR. 3264 - The Federal Internship Improvement Act 
Dear Representative Connolly: 

The Senior Executives Association (SEA) represents the interests of career federal executives in the Senior 
Executive Service (SES), and those in Senior Level (SL), Scientific and Professional (ST), and equivalent 
positions. We write today to express our support for H.R. 3264, the Federal Internship Improvement Act. 

Federal internship programs are a vital tool for hiring and training future generations of federal professionals. 
Federal agencies are faced with challenges to the recruitment and retention of talented, new employees to fill 
mission-critical positions. H.R. 3264 addresses these challenges by encouraging agencies to create a more 
effective framework for monitoring and Implementing internship programs. 

SEA strongly encourages the use of federal internship programs to bring qualified talent into the federal 
workforce. We particularly support H.R. 3264’s data collection requirement. The legislation requires each 
agency that utilizes internship programs to compile the results of several measurements into an annual report 
that Is sent to OPM and stored in a centralized database. We believe that having such metrics will be 
valuable for the program’s expansion and will encourage agencies to use interns effectively. 

We also support the creation of an internship coordinator position for each participating agency. This 
component will provide agencies with an individual responsible for communicating with, developing, and 
tapping into a knowledgeable pool of job candidates. The option of noncompetitively hiring these candidates 
is essential to filling vacancies quickly and maintaining the continuity of an agency’s operations. 

We understand there has been consideration during the legislative process to limit the definition of 
“internship” as set forth in Section 2(0(1). With regard to this issue, we encourage that a broad definition be 
included in H.R. 3264 to ensure effective data collection and oversight over ail federal internship programs. 

We look forward to working with you to ensure that this legislation creates a fair and transparent system for 
hiring and training future federal employees. 


Sincerely, 

CAROL A. BONOSARO 
President 



WILLIAM L. BRANSFORD 
General Counsel 
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May 18, 2010 

The Honorable Gerry Connolly 
327 Cannon House Office Building 
Washington, D.C. 20515 

Dear Representative Connolly: 

On behalf of the over 200,000 managers, supervisors and executives in the federal government 
whose interests are represented by the Federal Managers Association (FMA), I am writing to offer 
our endorsement of H.R, 3264, the Federal Internship Improvement Act. H.R. 3264 will enhance 
the federal government’s ability to recruit, train and hire a highly talented cadre of workers 
equipped with the skills necessary to lead the federal workforce of the future, and we are 
committed to working with you to encourage the House of Representatives to approve this 
legislation in an expedient manner. 

Providing internship opportunities to facilitate the hiring of full-time federal employees is a critical 
step we must take to prepare for the wave of retirement looming on the horizon. It is imperative 
lawmakers equip federal agencies with the tools to attract individuals possessing the talents 
required to achieve critical missions in this evolving work environment, and H.R. 3264 contains the 
components and structure to advance this objective. 

Appointment of an internship coordinator within each federal agency, along with annual reporting 
requirements assessing each internship's efficacy, exhibit the Federal Internship Improvement 
Act’s commitment to ensuring internship programs are tran.sparent and configured in a manner that 
benefits both the agencies and enrolled individuals. FMA also commends H.R. 3264 for including 
language creating a centralized database of internship participants which will enable agencies to 
access and fully utilize the talents of those who have completed or are near completion of the 
program. 

The federal government is in desperate need of engineers, information technology specialists, and a 
number of other highly skilled professionals. We at FMA sincerely appreciate your efforts to 
provide an avenue for talented individuals to enter the civil service. We support your introduction 
of H.R. 3264, and look forward to working with you to advance this legislation. 


Sincerely, 



Patricia .1. Niehaus 
National President 


'r.vVA32314-28t8«Tsi.'. {703)683-8700 ■ F.-,s- {; 
^redm-snage.'S.OfQ m \oyo: wvV’A-./edmanagers.c-q 



35 


Mr. Connolly. I thank the Chair for his indulgence and that of 
my colleagues. 

Mr. Lynch. Our pleasure. 

Let me just back up a little bit. Director, you have taken some 
hostile fire here. I do want to just point out for the record that no- 
body has done anything on this for about 16 years. That is Demo- 
cratic and Republican administrations. 

Look, you are here. The President has asked you to come here. 
He has put through a plan to fix something that has been broken 
for a long time, and you deserve credit on that end. I just want to 
get that out front. It is good that you are here. It is good that the 
President has launched this initiative. It is a delicate balancing act, 
like you have laid out here. We have to do all these things, but 
make sure that the veterans are OK, we get some young people 
into the process, and, above all, we get good employees, motivated 
employees here to work in the Federal Government. 

We have all those things we are concerned about, but I do want 
to again amplify the fact that you are here, you have a plan, and 
you are going to try to get this thing done, and no one else had 
an appetite to do this until you showed up, so I give you great cred- 
it for that, and I give the President great credit for that, too. 

Now, one of the concerns I have with the Federal career intern- 
ship program is that, first of all, it has just exploded in its utiliza- 
tion. Again, it went from 400 people back in 2003 to almost 28,000 
today, and so I am concerned that some agencies are using it as 
a way to circumvent the competitive hiring practice. That is out 
there. 

The other thing is just the human side of this. We have some 
very, very talented career Federal employees that work at various 
agencies, and the impact on them when all of the sudden a new 
administrator comes in, a new secretary perhaps. Cabinet sec- 
retary, and all of the sudden they start hiring interns through a 
non-competitive, closed process, and these new people parachute in 
at a higher rate of pay and a higher responsibility than the person 
who has been very competently doing that job for a long time. That 
is devastating to our morale of Federal employees. I am very con- 
cerned about that, as well. 

Is there a way to address that where we provide the flexibility? 
I can see it. In Treasury we had all those problems with derivatives 
and collateral debt obligations, collateralized debt obligations. This 
is relatively new. Some of the folks coming out of our business 
schools and engineering schools, quite frankly — this is financial en- 
gineering — are keenly on the cutting edge, so we need to get some 
of those folks in to do that job of policing these things at the SEC 
and elsewhere. Yet, you have career employees in there that are 
very competent. And, as we mentioned before, the veterans’ pref- 
erence should be acknowledged and recognized, as well. 

Is there a way that you can see where we can give the agencies 
some flexibility but preserve, in major part, all of those other insur- 
ances that we have? 

Mr. Berry. Mr. Chairman, just today, just this morning I chaired 
the Chief Human Capital Officers Council Meeting, which is the 
CHICOs, if you will, from each of the Federal agencies, and we dis- 
cussed this issue in full, as we obviously pursued the President’s 
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memorandum. We have set up a working group on this very topic 
that will help me and our employees at 0PM as we wrestle with 
this issue to balance all of these sensitive moving parts. 

We want to protect the merit principles. We must protect veter- 
ans’ preference. We do need to provide an avenue for students to 
join our Government and refresh our work force on a periodic basis. 
We need to have controls in place to make sure all of these sort 
of work together, not at cross purposes. 

One of the things we will be doing over the next 90 days with 
that work group and with the help of this committee and many 
others is trying to craft a proposal that we believe will keep us on 
the balance beam and allow us to have something that will honor 
veterans’ preference, will honor the merit principles, but also give 
flexibility to the agencies on student entry. That is the challenge 
before us. 

I don’t have a proposal to lay in front of you today. 

Mr. Lynch. Mr. Director, let me just interrupt you, because my 
time is very short. 

The idea of getting away from the top three where three appli- 
cants would be sent over and then folks would have to choose from 
one of the three, now we are talking about going to a category se- 
lection process, and there could be as many as 20 or more appli- 
cants that are sent over for review. Do you see it as something that 
will help you in terms of balancing all those interests, or do you 
see it more as introducing a new complexity into the formula? 

Mr. Berry. Actually, Mr. Chairman, I think it is going to help 
on two fronts. One, it is going to help us on veterans’ hiring, be- 
cause right now under the rule of three you could have a situation 
where three candidates score higher than the veterans who, even 
with the extra points that might be added, wouldn’t have made it 
into that top three and therefore they can’t be considered for the 
position. 

Under going to a category rating, whether you have a well-quali- 
fied or a best-qualified pool, the veterans will be in that pool and 
they will float to the top. So the agencies will have to hire from 
that veteran pool out of those categories first before they can reach 
down into the larger pool. 

Now, in reality I believe it is going to open opportunity for our 
veterans, and that is how we hope this unfolds. We will be watch- 
ing that closely. But where I also think it is going to make a huge 
difference in time and efficiency, what Mr. Chaffetz was talking 
about, is right now, under the rule of three, if, let’s say we are hir- 
ing an accountant and we put those 10,000 applicants through the 
Federal meat grinder and we come out with a group of well-quali- 
fied people that are super that is maybe 30 people, and we only ad- 
vance three to the hiring manager, and they make the selection, 
everybody else in that pool has to start over. 

That, in every private sector company, would be considered nuts. 
Why would you make someone who has already been through this, 
been determined to be best qualified, start over if the person lit- 
erally across the hall from you is hiring an accountant? Why not 
make that pool of people available to everybody in your agency who 
is hiring accountants and say, look, we have 30 good accountants 
here. Interview and hire. 
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If we do that, we are going to speed up. We will alleviate the 
frustration of people who are now just being dropped and have to 
start this meat grinder over. We are also going to provide more op- 
portunity to veterans, because now, by opening that pool and say- 
ing anybody hiring accountants in our agency, they have to hire of 
those veterans at the top of that list first. So that is going to be 
more job opportunities for our veterans. 

What I would like to do and what I propose it would take legisla- 
tion for this committee to consider, right now, under the law, with- 
in an agency we can share those pool of applicants, so accountants 
within the Department of Defense could be passed around. If HHS 
is hiring accountants, why wouldn’t we take advantage of that? The 
law prevents us from doing that right now. It would take a change 
in the law to consider that, and it would be something I would like 
to explore with the committee. 

Mr. Lynch. Interesting idea. I have exhausted my time. Thank 
you for your answer. 

I now recognize the gentleman from Utah, Mr. Chaffetz, for 5 
minutes. 

Mr. Chaffetz. Thank you, Mr. Chairman. 

I want to look at section four of what the President issued. It has 
to do with reporting. It says the 0PM basically is going to create 
a new, I take it it is new. Is it new, or is there an existing one that 
I am just not aware of? Shall develop a public human resources 
Web site. I take it that is in addition to USAJOBS? Can you help 
clarify what you envision with this new Web site? It says it is going 
to be public, so is that something that everybody can look at, or 
how is it going to work? 

Mr. Berry. This is a public human resources Web site. My un- 
derstanding, Mr. Chaffetz, is that this will be a data base of best 
practices that will be available amongst CHICOs, essentially, that 
we will be creating. As we talked about, as larger agencies will be 
running faster and moving ahead, we will be able to share those 
best practices so the smaller agencies with smaller budgets can 
benefit from that. 

Mr. Chafeetz. I like your optimism, if you think the large agen- 
cies are going to move faster than the smaller. There is a great 
book out there called. It Is Not the Big that Eat the Small; It is 
the Fast that Eat the Slow. 

Mr. Berry. That is a good point. But it is an attempt to essen- 
tially create that crossroad where we can share best practices and 
keep that information up to date. 

Mr. Chaffetz. Is there no such sharing mechanism at this point? 

Mr. Berry. At this point in time we don’t have an easy cross- 
roads to do that. This will be doing that. We have been building 
through the CHICO Council a CHICO Web site that allows us to 
share those best practices now. That is essentially the origins of 
how we hope this will grow and develop, and we hope it to get 
deeper and richer. 

Mr. Chafeetz. Now, it says public human resources Web site. Is 
that open to the public? Is that something that we are going to be 
able to look at? 

Mr. Berry. I am not sure. Right now the other thing, there are 
sort of two elements here that may be at play in this paragraph. 
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if I could get back to you in detail. One of it is we will be develop- 
ing a dashboard that the public will be able to track how we are 
doing on hiring and moving toward that 80-day goal. 

So some aspects of this will be available to the public. Some as- 
pects of it will be an internal information sharing network. I don’t 
mean to imply that all of it will he available to the public. Both 
of those need to nest within this Executive order, and we will be 
designing it such that it meets that legal standard. 

Mr. Chaffetz. Give me a sense of the timing. When do you think 
this will be up to speed? 

Mr. Berry. The President directs us to have pretty quick turn- 
around on these things. Most of them are in a 90-day timeframe, 
so we are going to be working very hard to meet that objective of 
doing that. 

Mr. Chaffetz. So you would expect that this Web site is up and 
functional 

Mr. Berry. That would be our hope and my objective. Now, I 
have to tell you we have just begun. 

Mr. Chaffetz. Hey, if you want to put the noose around your 
neck, go right ahead there. 

Mr. Berry. We are going to try. 

Mr. Chaffetz. All right. 

Mr. Berry. Let’s do that. We are going to try. 

Mr. Chaffetz. And help me with going back to the USAJOBS 
Web site and the improvements there. Give me a sense of the time 
line. That is such a critical component. It is how the public inter- 
faces. You have an unbelievable number of hits on this. 

Mr. Berry. Absolutely. 

Mr. Chaffetz. Give me a sense of what sort of resources. Do you 
have enough resources in place? I mean, how many people are 
working on this and what is the time line of that USAJOBS Web 
site? 

Mr. Berry. Right now we are working very hard. There have 
been major changes that we have been able to implement, even al- 
ready put in place some of them as we began last January. 

Mr. Chaffetz. OK. 

Mr. Berry. And so a total redesign went up in January of our 
USAJOBS site. So far user feedback has been good. Obviously, we 
have a long way to go and it will continue to get better, but we are 
streamlining. It is designed to be reflective of the users’ needs, not 
necessarily the agencies as much. We are trying to make it as sim- 
ple and as user friendly as we possibly can. 

The next major thing, and we have launched the capacity, is to 
make it available to handle resumes. That is now up and running, 
as well. 

The third major element of this we will be working on are assess- 
ment tools. One of the things I believe that is going to be very help- 
ful, the private sector has been using assessments based on re- 
sumes that they have spent hundreds of millions of dollars develop- 
ing that the Federal Government hasn’t been able to utilize be- 
cause we don’t use resumes. 

Well, now that we have gotten onto the resume railroad train 
track, if you will, we will now be able to make available and avail 
ourselves of those private sector assessment tools. So what our peo- 
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pie and staff, working in concert with CHICOs across the Govern- 
ment, will he doing is trying to figure out what can we just take 
off the shelf and use, what can we take and modify and use, 
and 

Mr. Chaffetz. My time is running short here. Help me with the 
sense of the timing. What should we expect on USAJOBS? 

Mr. Berry. Well, like I say, some have already taken place. The 
resumes is up and running today. The assessment tools will be 
working to stand up within 90 days. 

Mr. Chaffetz. By the end of the year what would you expect? 

Mr. Berry. Clearly, by the end of the year we will have re- 
freshed assessment tools by December, by the end of the calendar 
year for you, sir. 

Mr. Chaffetz. OK. 

Thanks, Mr. Chairman. I yield back. 

Mr. Lynch. Thank you. 

The Chair now yields 5 minutes to the gentleman from Virginia, 
Mr. Connolly. 

Mr. Connolly. I thank the Chair. 

I know that there has been some discussion about the growth in 
the number of Federal employees, but I thought I would just share 
for the record, Mr. Chairman, some interesting numbers. 

In 1992 there were 3.083 million Federal employees. By 2000, at 
the end of the Clinton administration, there were 2,702,000, a re- 
duction of 381,000. In the Bush years. Federal employment grew 
by 54,000. And in the Obama administration, most of the growth 
has been in the realm, as you might expect, of the census, many 
of them temporary jobs, obviously. I would point out that even if 
you included all of the growth including the census numbers in the 
Obama administration, added to where we were in 2008 when he 
got elected, the total number of Federal employees is still less than 
the total number of Federal employees in 1992 when President 
George H.W. Bush was President. 

I don’t know that we are on an orgy of huge expansion in the 
Federal workplace. In fact, my concern is: will we have the skill 
sets, will we have the replacement employees to address the demo- 
graphic imperative of the Baby Boomers who are getting ready to 
retire in enormous numbers? 

I wonder. Director Berry, if you could address that challenge. 

Mr. Berry. Mr. Connolly, I think that is why so many of these 
tools that we are discussing today, whether it be student entry, 
many of you have discussed retirement and bringing in or having 
our retirees stay engaged in the work force longer. There are a lot 
of different angles of attack of responding to the increased retire- 
ment wave we are facing, and we are looking at all of those to 
maintain the skill sets. 

The objective, one of the things we have to be about is changing 
the public dynamic about how public servants are perceived, be- 
cause we won’t be able to recruit and retain the best and the 
brightest if we denigrate public service. So one of the most impor- 
tant things both parties can do is to help elevate the importance 
of our civil servants, whether they be protecting the homeland in 
Homeland Security, whether they be taking care of our veterans in 
veterans’ hospitals, or keeping our food safe, or fighting environ- 



40 


mental catastrophes, our Federal employees are on the front lines. 
We need to recruit good ones so that they can continue to serve the 
public. We are about that, Mr. Connolly. 

Mr. Connolly. One of the things I certainly support and ap- 
plaud, you and the President have taken measures to try to 
streamline hiring so that we cut down on the amount of time it 
takes to actually get into the position advertised, holding in abey- 
ance the process. It is my understanding that in some cases it has 
taken as long as 200 days from advertising a position to actually 
getting that person in place; is that correct? 

Mr. Berry. Absolutely, sir. I tell you, hats off to Secretary Dono- 
van at HUD. They served as a guinea pig. They had one of the 
highest rates of the length of hiring. Working with them intensely 
over the past year, they have gone from that 200 category down to 
below the 80-day category. So it can be done. It takes leadership. 
It takes attention. It takes focus. But it can be done. 

The President, in stepping up with this memorandum, has said 
that he wants it done for the Government. We are going to drive 
this hard, sir. 

Mr. Connolly. Can you think of any private sector entity that 
takes 200 days from advertising a job to filling it? 

Mr. Berry. Well, there would be counterparts. I mean, you have 
to understand certain complex positions, it might take multiple ad- 
vertisements to recruit and get the right pool of applicants for a 
highly skilled, specialized job. University presidents, for example, 
oftentimes average over a year to recruit, retain, and hire. 

Mr. Connolly. Yes. 

Mr. Berry. To advertise and select. 

So yes, there are counterparts, but it is the standard, the aver- 
age, is what we are going for. The private sector average is 80 
days. That is what we are going to seek to me. 

Mr. Connolly. Good. Now, on the other side of the coin, that is 
to be applauded because it is necessary to meet lots of goals we 
have to set for ourselves as Federal workplace. On the other hand, 
I know you would agree there are legitimate concerns on the part 
of many of our Federal employees who are concerned that, with the 
best of intentions, in the collapsing of that timeframe protections 
get lost. Competition isn’t as transparent or as even prevalent as 
we say we are committed to having. Favoritism or nepotism can 
sometimes substitute for quality competition. 

How would you address that, and what safeguards are we put- 
ting in place to make sure that those fears are not materialized? 

Mr. Berry. Well, Mr. Connolly, first 

Mr. Connolly. I’m sorry, Mr. Chairman. I didn’t see the red 
light. I would ask unanimous consent that the Director be allowed 
to answer the question, and I am sorry I went over my time. 

Mr. Lynch. That is fine. Please. 

Mr. Berry. Thank you, Mr. Chairman. 

Mr. Connolly, my solemn oath which I took when I took this job 
was to uphold the merit principles, and I can guarantee you that 
I will do everything in my power to ensure that we meet those. 

One of the most important things I think I have done that will 
give you greater confidence that we will be able to oversee this and 
to keep track of this as we go is I reorganized the Office of Person- 
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nel Management and broke out our merit system audit and compli- 
ance unit to be a stand-alone entity with its own assistant director 
level leadership, with its teams around the country that can be 
monitoring this in the agencies, and we will be working with our 
agency partners, our CHICOs, our labor partners to ensure that if 
there are problems we can apply investment immediately, we will 
be able to get to the bottom of them, and we will sort them out and 
ensure that both merit system and veterans’ preference is pro- 
tected. 

Mr. Lynch. Thank you. 

In my opinion. Director, you have suffered enough, but I might 
not have unanimity up here. 

Mr. Connolly, Mr. Chaffetz, do you have any further questions? 

[No response.] 

Mr. Lynch. All set. 

I want to thank you for your testimony. I want to thank you for 
your great work. We will have to monitor this, obviously. Mr. 
Chaffetz had some numbers about pure employment numbers, and 
then we also wanted to have a month-by-month tally on how we 
are doing with veterans hiring, even with this new model in place. 
Those are our principal concerns. 

Mr. Berry. Mr. Chaffetz, in apology to you, the confusion be- 
tween our two numbers, the 2.8 and the 2, the 0.8 is the Postal 
Service workers. I usually don’t account for them in my number. 
That is where you are getting the 2.8. That would reflect all Postal 
Service workers, as well. I don’t consider them in the U.S. Civil 
Service system, which is why we had that disagreement at the be- 
ginning. My apology for that. 

Mr. Lynch. Thank you, sir. You have a good day. 

I have a markup in the committee down the hall here. Financial 
Services, so I am going to ask the next set of witnesses to come for- 
ward. I am going to bid you good day and I am going to ask, if I 
have to run down the hall, Mr. Connolly if he could Chair. 

Welcome to you all. We have a great panel here of individuals 
and experts who I think will be of great value to the committee in 
its work. 

I want to assure you that I have read all of your testimony last 
night, so, while I am down there voting in the other committee, I 
won’t miss anything. 

It is the custom of this committee to have all witnesses sworn 
who are to offer testimony before it, so I will ask you all to rise 
and raise your right hands. 

[Witnesses sworn.] 

Mr. Lynch. Let the record show that the witnesses have an- 
swered in the affirmative. I will turn the gavel over to Mr. 
Connolly and be right back. 

Thank you. 

Mr. Connolly [presiding]. Thank you, Mr. Chairman. 

Let me briefly introduce our panelists. 

Mr. David Holway serves as the national president of the Na- 
tional Association of Government Employees, the largest State em- 
ployee union in Massachusetts. In 1995 he became the lead nego- 
tiator for the union, successfully negotiating contracts with the 
Commonwealth of Massachusetts that guaranteed annual across- 
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the-board pay increases while protecting and expanding the inter- 
ests and benefits for over 22,000 members. 

Welcome. I hail originally from Massachusetts. Probably can’t 
tell that from my accent. 

Jacqueline Simon is the public policy director of the American 
Federation of Government Employees. The American Federation 
watches over the rights of some 600,000 Federal and D.C. govern- 
ment employees. An economist by training, Ms. Simon has worked 
to protect the interests of Federal employees at AFG for over 20 
years. 

Ms. Maureen Gilman is the director of legislation for the Na- 
tional Treasury Employees Union. Representing 150,000 Federal 
employees and retirees, Ms. Gilman focuses extensively on Civil 
Service, budget, tax, and appropriations issues. Prior to joining the 
National Treasury Employees Union, she served as chief of staff to 
Congressman Sam Gaidenson of Connecticut. 

Mr. Tim Embree works as a Legislative Associate for the Iraq 
and Afghanistan Veterans of America. He joined the U.S. Marine 
Corps Reserves in 1999 and served two combat tours in Iraq before 
being honorably discharged in 2007. Tim has extensive professional 
experience working in local government administration in the mid- 
west. 

Mr. Stephen Crosby is the founding Dean of the John W. McCor- 
mack Graduate School of Policy Studies at the University of Massa- 
chusetts in Boston — makes you wonder who is chairing this com- 
mittee — and has nearly 40 years of experience in policymaking, en- 
trepreneurship, and nonprofit leadership. Mr. Crosby served as 
Secretary of the Administration of Finance to both Governors Paul 
Cellucci and Jane Swift from 2000 to 2002. In this role he super- 
vised 22 agencies with 3,000 employees. 

And finally, not least, Tim McManus, who joined the Partnership 
for Public Service as vice president of education and outreach in 
June 2006. Prior he served as director of marketing for the Cor- 
poration for National Community Service, the Federal agency that 
administers Senior Corps, Americorps, and Learn and Serve Amer- 
ica. In that capacity, Mr. McManus was responsible for the na- 
tional marketing, recruitment, and outreach strategies designed to 
engage Americans of all ages and backgrounds in service. 

Welcome all of you. We have your prepared statement, and I 
would ask that you summarize your statement in a statement no 
longer than 5 minutes. 

We will go in reverse order of introduction. Mr. Mcmanus, why 
don’t you begin? 
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STATEMENTS OF TIM McMANUS, VICE PRESIDENT FOR EDU- 
CATION AND OUTREACH, PARTNERSHIP FOR PUBLIC SERV- 
ICE; STEPHEN CROSBY, DEAN, JOHN W. McCORMACK GRAD- 
UATE SCHOOL OF POLICY STUDIES, UNIVERSITY OF MASSA- 
CHUSETTS; TIM EMBREE, LEGISLATIVE ASSOCIATE, IRAQ 
AND AFGHANISTAN VETERANS OF AMERICA; MAUREEN GIL- 
MAN, LEGISLATIVE AND POLITICAL DIRECTOR, NATIONAL 
TREASURY EMPLOYEES UNION; JACQUELINE SIMON, PUB- 
LIC POLICY DIRECTOR, AMERICAN FEDERATION OF GOV- 
ERNMENT EMPLOYEES, AFL-CIO; AND DAVID HOLWAY, NA- 
TIONAL PRESIDENT, NATIONAL ASSOCIATION OF GOVERN- 
MENT EMPLOYEES (SEIU/NAGE) 

STATEMENT OF TIM McMANUS 

Mr. McManus. Thank you, Mr. Chairman. Thank you, Mr. 
Connolly. 

With more than 550,000 Federal employees planning to retire 
over the next 4 years, today’s hearing and this discussion is incred- 
ibly important and timely. This conversation really, in my esti- 
mation, is not about how big Government is, but how good Govern- 
ment is. How good Government is depends upon the people that we 
are actually able to get into Government. 

I would like to focus my comments today on three key areas for 
transformation that will help us actually attract the best talent 
that we can: fixing the hiring process, developing strategic talent 
pipelines, and making data-driven decisions. 

First, I would like to commend the administration. Director 
Berry, and 0PM for making hiring reform and veterans’ employ- 
ment in the Federal Government a priority. 

Our research indicates that the biggest obstacle to bringing in 
talent at all levels is the hiring process. More than 50 percent of 
college students say that the No. 1 barrier to entry to the Federal 
Government is the hiring process, and more than 60 percent of 
workers 60 and older believe that the hiring process is a deterrent 
to entering Federal service. 

Last week’s announcement of hiring reforms is a significant step 
toward reducing and eliminating some of those barriers; however, 
the real test is yet to come. That is getting it done. 

The elimination of essay-style questions, clearly written job de- 
scriptions and notices, and timely notifications of applicants are, 
again, good first steps, but they are only first steps. 

Further, we support the use of category ranking, allowing agen- 
cies to consider a larger pool of qualified applicants. We, like Direc- 
tor Berry, believe that will, in fact, lead to more veterans being 
hired and more veterans being considered. 

Last night the full Senate passed S. 736, the Federal Hiring 
Process Improvement Act. This bill addresses many of the same re- 
forms put forth by the administration and 0PM. The Partnership 
encourages this subcommittee to champion that legislation through 
the House and to codify those reforms. 

Second, we believe that it is not enough to simply have hiring re- 
form and to improve USAJOBS, alone. We need to improve existing 
pipelines of talent and build new pathways into Federal service. 
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Representative Connolly, your legislation is a first step in doing 
that. As you stated earlier, less than 7 percent of Federal interns 
are converted into full-time employment. If you look at the author- 
ity that actually provides conversion authority, the student career 
employment program, only 26.7 percent are converted. Again, com- 
pared to the private sector, over 50 percent of those interns are 
converted. We still have a lot to do. 

The legislation that you have introduced, the Federal Internship 
Improvement Act, we believe will help agencies better understand 
where their interns come from, how they are utilized, the quality 
of their experiences, and the barriers to their conversion. Equally 
important, the establishment of a data base of interns across Gov- 
ernment will provide agencies with a ready-made pool of qualified 
talent. 

A provision that is currently in the bill that you have introduced 
allowing for non-competitive conversions if interns successfully 
complete their experience we believe needs to remain intact, with 
a focus, as your legislation does, on making internships more acces- 
sible to students with clear points of contact within Federal agen- 
cies and a requirement for public posting of those internships, 
which currently is not the case, and coupled with the ultimate as- 
sessment tool, direct observation of the interns, their work, and 
their work habits mean that conversion makes sense. 

We have already heard a significant amount about the Federal 
career internship program. I would like to just make a couple of 
points on that program right now. 

Given the expanded use by agencies that Chairman Lynch re- 
ferred to and the fact that 15 percent of those hired through FCIP 
are veterans, compared to 8.3 percent of the civilian work force, 
clearly there is some value that agencies see in this program and 
clearly it is producing results. Rescinding the Executive order with- 
out having an alternative would be unwise. Instead, the Partner- 
ship supports the process put forth in the President’s memo for 
0PM to review and recommend a path forward that takes into full 
consideration veterans’ preference and the competitive hiring proc- 
ess. 

We also encourage the passage of Roosevelt Scholars Act, creat- 
ing a civilian ROTC program offering graduate level scholarships 
in mission critical fields in exchange for Federal service. 

Finally, whether it is the collection of data on the use of FCIP, 
conversion rates of interns, or time to hire. Government needs to 
base decisions on facts, not anecdotes. The old adage what gets 
measured matters we believe is, in fact, the case here, and what 
matters is ensuring that we have the right talent for the right jobs. 

Thank you very much. I look forward to your questions. 

[The prepared statement of Mr. McManus follows:] 
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Chairman Lynch. Representative Chaffelz, Members of the Subcominittce, thank you 
very much for the opportunity to appear before you today. 1 am Tim McManus, Vice 
President for Education and Outreach at the Partnership for Public Service, a nonpartisan, 
nonprofit organization dedicated to revitalizing the federal civil seivice. We appreciate 
your invitation to discuss hiring in the federal government. A skilled and dedicated 
workforce is absolutely essential to fulfilling the many missions of the federal 
goveniment on behalf of our nation, and we are honored to share with you our 
perspective on the challenges of transforming hiring in the federal government. 

The Partnership has two principal areas of focus. First, we work to inspire new talent to 
join federal service. Second, we work with government leaders to help transfonn 
government so that the best and brightest will enter, stay and succeed in meeting the 
challenges of our nation. That includes all aspects of how we manage people, from 
attracting them to government, leading them, supporting their development and managing 
peribnnance; in short, all the essential ingredients for forming and keeping a winning 
team. Given those objectives, we are highly encouraged by this Subcommittee's interest 
in fixing one of the most .serious barriers the federal government faces in employing the 
right people with the right skills, and that is the federal hiring process. 

In this testimony, 1 will share the Partnership's views on the most significant challenges 
in attracting new talent, discu.ss some promising developments and legislative proposals 
that merit consideration, and provide recommendations for agencies and Congress 
moving forward. 

The Timing is Right 

The Partnenship is very pleased to see that the Administration and the Office orPer.sonnel 
Management (OPM) have made hiring reform a key priority. Last week, President 
Obama issued a presidential memo to executive departments and agencies that set forth a 
clear agenda for reforming the federal hiring process. OPM promptly followed up the 
next day and issued guidance to federal agencies for implementing the President's 
agenda. This is a promising start, and the Administration should be commended for its 
efforts to date. 

This renewed commitment to addressing the challenges surrounding the federal hiring 
process couldn’t come at a better time. A record number of experienced federal workers 
will soon retire, resign or otherwise leave the government and will need to be replaced. 

At the same time, the federal government’s hiring needs are also growing in response to 
the stimulus legislation, new or expanded programs, and the goal of having federal 
employees assume some functions currently done by contract employees. 'We project that 
more than 550,000 new hires will be needed over the next four years (FY 201 0 through 
FY 2013) due to replacement hiring, in-sourcing and the addition of new jobs. 
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Pv i-.' itia] applicants are out there, but the challenge is to attract and hire the right people 
w ill ihc right skills that government so desperately needs. The government must also 
retain and develop talented individuals already in Ihc federal workforce. Aggressive and 
iinniediate action is needed to strengthen the federal civil scrv'ice, match new skills to 
current challenges and build a goveminenl that the public deserves and the times demand. 

Good News and Bad News 

I'he good news is that there is a high level of interest in government service among ail 
age groups, from young people graduating from college to more seasoned professionals 
looking for encore careers. In our January 2009 report. Great Expectations: What 
Students Want in an Employer and How Federal Agencies Can Deliver ]i , ' we reported 
that govemmenl/public service was the most popular industry choice out of 46 options 
among the undergraduates surveyed. We also conducted a surv'ey of older workers (age 
50 and over) and found that 53 percent of those surveyed were at least somew'hat 
interc.sted in working for the federal government, with 26 percent highly interested. ^ 

The bad news, and challenge for federal agencies, is that lack of information about job 
opportunities and a well-earned negative view of the federal hiring process are significant 
barriers to recruiting top talent. 

Lack of in formation is a barrier to recniitineni 

Our nation's military spends millions of dollars on highly-targeted marketing campaigns 
to recruit new uniformed military personnel, but our country has not made the same kinds 
of investments in attracting the be.sl and brightest to the federal civil service. As a result, 
job seekers of all ages lack knowledge about federal internship and job opportunities. A 
Partnership study of college students found that only 13 percent of students said they felt 
extremely or very knowledgeable about federal jobs. Further, fewer than two in ten 
faculty and advisors - those who help influence student decisions - felt they were 
knowledgeable about federal jobs and the process of finding and applying for those 
opportunities.^ In addition, only 1 1 percent of older Americans indicated in a separate 
study they were knowledgeable about employment opportunities in the federal 
govemment.'' 

The Partnership and OPIM have been working together to try and fill this void through the 
Call to Serve program, an effort to connect federal agencies to the tremendous source of 
nevv talent graduating from our nation’s colleges and universities. The network currently 
includes more than 75 federal agencies and more than 710 colleges and universities from 


Great Expectations: What Students Want in an Employer and How Federal Agencies Can Deliver It, 
I'annership for Public Service, January 2009. 

‘ A Golden Opportunity: Recruiting Baby Boomers Into Government, Partnership for Public Service, 2007. 
^ Back to School: Rethinking Federal Recruiting on College Campuses, Partnership for Public Service, 
200 ( 1 . 

^ A Golden Opportunity: Recruiting Baby Boomers Into Government, Partnership for Public Service, 2007. 
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all ‘'0 slates who are doing more to educate young people about internship and job 
opportunities in the federal government. 

Through our work we’ve found that job seekers need more guidance on how to search for 
a federal internship or job. They desire information that is tailored to their specific major 
or area of interest. On the whole, job seekers want to make a difference and do interesting 
and meaningful work, so agencies need to dispel myths about federal service, emphasize 
opportunities to serve the greater good and put a face on government, w'hich is often 
perceived as overly bureaucratic. Agencies will also be more successful if they highlight 
govcmmcnl workplace flexibilities that contribute to work/life balance, one of the most 
important job attributes that employees are seeking. Technology certainly may aid 
rccn.iilnicnl efforts, but there is no substitute for persona! connections - family, friends 
and faculty, among others - when it comes to generating interest. Agencies will also be 
more .successful if they build and maintain relationships overtime with faculty, advisors 
and career services professionals on campuses. 

The Pailnership is actively engaged in a set of activities to better inform students about 
federal opportunities. We have created the Federal Sen-ice Student Ambassadors 
program, in which a corps of passionate student advocates actively promote government 
service on campus following their completion ofa federal summer intem.ship. We have 
also created a website (www.makint-'thedifferencc.oi!’) dedicated to educating students on 
finding and applying for federal internships and jobs, are sending speakers through our 
Amtenherg Speakers Bureau to campuses across the country to educate and inspire young 
people to serve in the federal government, and are helping a small group of federal 
agencies identify, attract and recruit entry-level talent in select mission-critical fields 
including information technology, acquisition and human resources, through our 
FedRecruit program. 

We are also investing in educating experienced workers about opportunities to serve in 
the federal goveimnent or pursue “encore " careers through our FedExperieiice pilot 
program, designed to help meet government's critical hiring needs with the talents of 
experienced, older workers. Through the course of our work, v/e have discovered that 
most agencies rely solely on USAJOBS as their primary way to recruit talent, which 
produces a volume of applicants but not necessarily the “best qualified" and “best fit" for 
a joh since USAJOBS is only one of many ways that agencies can market job openings to 
available talent pools. There are also often stereotypes about older workers that influence 
an agency's openness to seek the right talent regardless of age or prior federal 
experience. 

Broken Hiring Process 

Mr, Chairman and members of the Subcommittee, we can all agree that the federal hiring 
process is the biggest obstacle to bringing much-needed new talent into the federal 
workforce. As previously stated, the President's memorandum on hiring reform is an 
important step forward. 
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I ,ong a source of frustration for agencies and applicants alike, the federal hinng process 
rs not designed with applicants in mind and it discourages talent from all sources from 
pursuing federal service. A Partnership review of hiring at selected agencies revealed that 
the process for hiring a single employee can include more than 1 1 0 steps. When releasing 
OPM's hiring reform guidance. Director Berry stated that "on average it takes 5 months;" 
however some federal job applicants wail a year, or longer, before receiving a job offer. 
And some potential workers do not wail at all because the job announcement itself 
discourages them from applying in the first place. Sometimes running 10, 20 or even 
more pages in print fonu, federal job announcements are frequently confusing and filled 
with jargon indecipherable to the average person. Federal agencies often require 
applicants to submit college transcripts in short job application timeframes and to 
customize resumes to meet specific agency requirements. Also, agencies generally do a 
poor job of keeping applicants infonned of the status of their applications - a basic 
courtesy that should be afforded to all job seekers. The end result is a difficult, lengthy 
and complex process that discourages many highly skilled candidates from pursuing 
federal service - and worse, only 47% of respondents to the 2008 Federal Human Capital 
Surv'ey said that their agency is hiring quality talent. 

The Partnership reached out last year to the career placement offices in the colleges 
and universities who are part of our Call lo Sen'e network with a survey about changes in 
student interest in federal jobs and internships. Out of 258 respondents, 41 of them 
volunteered written comments on the problems with the application and hiring proces.ses, 
USAJOBS, and the length of time it takes to respond lo job applications. In our 
experience, for such a high number of respondents lo volunteer written comments is a 
clear signal as lo the depth and breadth of applicant discontent with federal hiring. 

Recent Promising Developments 

Recognizing that there are major problems and weaknesses of long standing plaguing the 
federal hiring system, the U.S. Office of Personnel Management (0PM) identified hiring 
reform as one its top priorities almost a year ago and undertook an extended interagency 
effort to identify and implement improvements to the federal hiring process. This effort, 
which had the active support of the U.S. Office of Management and Budget, resulted in 
the release of a Presidential Memorandum dated May 11 , 201 0, Improving the Federal 
Recruitment and Hiring Process. This directive from the President to department and 
agency heads and follow-up guidance from OPM issued the following day are very 
promising developments. 

Hopefully, the recent developments to improve the federal hiring system as well as 
related efforts, such as Executive Order 13518, Employment of Veterans in the Federal 
Government, dated November 9, 2009, will be sustained and supported over an extended 
period of time in order to achieve the desired end results. Among the major changes 
called for by the administration and supported by the Partnership for Public Service are 
the following: 


4 



50 


• Creating a more applicant friendly approach to hiring which includes elimination of 
any requirement that applicants provide - at the initial application stage essay-style 
responses to questions about their various knowledge, skills and abilities (KSA's). 

• ensuring that federal job announcements are clearly written, that application 
procedures are easy to understand and that applicants are given timely information 
regarding the status of their application once it is submitted. 

• Requiring that any agency still using a "rule of 3" approach which only allows hiring 
managers to consider a maximum of three candidates (out of potentially hundreds or 
more who may apply) instead use a “category rating” approach which allows 
consideration of a larger number of qualified applicants. 

• Involving federal managers and supervisors with responsibility for hiring more 
directly (if they are not already) in the hiring process and making them more 
accountable for the end re,sults (i.e., recruiting and hiring highly qualified employees 
with due regard for diversity and veterans). 

• Establishing metrics and targets to improve the quality and speed of hiring. 

• Providing relevant training for hiring managers to help them fulfill their 
responsibilities. 

• Providing both oversight and assistance from 0PM, which includes the sharing and 
replication of best practices for improving the hiring process. 

Federal Career Intern Program 

The President’s May 1 Ith Memorandum also directs the Office of Personnel 
Management to evaluate the Federal Career Intern Program (FCIP) established by 
Executive Order 13162 in order to provide recommendations concerning the future of 
that program. We recognize that there are some differences of opinion regarding the 
operation of that program and we would like to offer our views in the context of the role 
and value of the FCIP as one tool in the federal hiring toolkit. 

The FCIP was established in July 2000. Although it incorporated the term “intern" in its 
title, the FCIP is not an intern program in the way many people think of internships. For 
example, the FCIP is not a hiring mechanism for filling temporary jobs with students who 
will be returning to school at the end of their internships. Rather, the clearly .stated 
purpose of the FCIP is to “provide for the recruitment and selection of exceptional 
employees for careers in the public sector.” Federal agencies may and typically do hire 
these “career interns” directly into entry-level positions in mission-critical occupations 
for the hiring department or agency with the expectation that they will become part of the 
permanent workforce. 
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TI)€ hiring authority for the FOP is via Schedule B of the excepted service as outlined in 
the Code of Federal Regulations for title 5 LFS.C, An appointment under the FCIP is for 
two years and. at the discretion of the employing agency, competitive civil service status 
may be granted to a career intern who satisfactorily serves for two years and meets all 
other requirements prescribed by OPM. Another significant feature of the FCIP is a 
requirement that an individual hired under the FCIP “shall participate in a formal 
program of training and job assignments to develop competencies that the OPM identifies 
as core to the Program, and the employing agency identifies as appropriate to the 
agency's mission and needs." 

There are four other aspects of the FCIP that are important to note; 

1 . The Executive Order and OPM make it clear that veteran preference and equal 
employment opportunity requirements dp apply to the use of FCIP. In her recent 
testimony before the Senate Subcommittee on Oversight of Government 
Management, the Federal Workforce, and the District of Columbia, OPM Associate 
Director Nancy Kichak noted that approximately 1 5 percent of those hired under 

I 'ClP appointments are veterans. This is in spite of the fact (hat veterans constitute 
only 8. .3 percent of the civilian labor force. 

2. The merit system principles dp apply to the FCIP. It does not allow federal agencies 
to make appointments non-competiiively. Selections must still be made based on the 
relative qualifications of the applicants and selection may not be based on non- 
meritorious factors. 

3. There is no public notice requirement for career intern appointments and this is npl 
inconsistent with the merit system principles. This means that a federal agency may 
target their recruitment by limiting the areas from which they will solicit applications. 
For example, an agency may elect to accept applications only from individuals al 
selected colleges and universities, veteran's centers or other talent pools if they 
determine that there is a sufficient supply of well-qualified and diverse candidates 
available at those locations. This is not dissimilar to the long-established and well- 
accepted practice under agency competitive merit-promotion programs wherein an 
agency may limit consideration to current government employees only (a widely used 
limitation on the area of consideration - at some grade levels more than half of all 
jobs posted on USAJOBS are restricted to current government employees or others 
who already have competitive service status). Federal agencies may further limit 
consideration to only employees of a particular agency or to only government 
employees in a certain geographic area. 

4. As with any hiring authority, and as we have seen in the application of agency merit 
promotion plans, it is possible for a federal hiring manager to commit a prohibited 
personnel practice. If such a violation occurs, it should be dealt with as such and 
corrective action taken. Such a violation, however, is not alone reason to invalidate 
the hiring authority or the promotion plan. 
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So what has been the resull in lerms of ihc use of ihc FCJP by federal agencies? Starting 
\Mlli a modest 41 1 hires in the first year the authority was available (FY 2001), the 
number of appointments each year has been greater than the year before. In FY’ 2009, for 
example, there were 26,709 hires made under the FCIP. (To place this in context, in FY 
2009 there a total of 142,687 new hires made into full-time, permanent, non-seasonal 
positions in the executive branch.) And since the general \ iew among agencies using the 
f ClP is that it is a hiring authority intended to help them select "exceptional employees ' 
for career positions, the va.st majority of hires are converted to competitive civil serv'ice 
after their two-year FCIP appointment expires. 

Arc federal agencies complying with the requirement under the FCIP that they provide "a 
fonnal program of training and job assignments" to develop identified competencies? 
i'hcrc does not currently exist a central source of information or data on the training 
provided to FCIP hires during their first two years. Flowevcr, a 2005 report by the U.S. 
Merit Systems Protection Board. “Building a High-Quality Workforce: the Federal 
Career Intern Program'' found that 62 percent of FCIP hires had received five weeks or 
more of formal training, and only 1 0 percent reported receiving 40 hours or less. It would 
appear that some agencies do a very good job of providing the required training, others 
meet the minimum requirement of a fonnal training program, and at least a few agencies 
arc likely not meeting the intent of this provision of Executive Order 13162. However, 
without better reporting requirements and more complete data, wc cannot know the true 
state of the training and development opportunities provided to FCIP hires during the first 
two years. 

Why has the use of the FCIP hiring authority continued to grow? We believe the growth 
is related to a very simple reason overall - it works well as a hiring authority for those 
agencies that use it. We think two features of the FCIP are particularly attractive to 
agencies in this regard. The first is the ability to make better use of scarce recruitment 
and assessment resources by doing targeted recruitment in lieu of a general public notice. 
Second, the two year period of the excepted appointment provides, in essence, a two-year 
probationary period during which an agency is able to confirm that the individual hired is 
or is not a good match for the job and worthy (or not) of conversion to a competitive civil 
service appointment. If the agency detennines that continued employment of an 
individual is not in the best interest of the public served by the federal government, the 
FCIP appointment simply expires. There is no right to continued employment. 

Since the President has directed OPM to evaluate the FCIP, there is a possibility the 
Executive Order may be rescinded or the FCIP hiring authority otherwise modified. If 
that should be that case. Congress and/or the Administration may wish to consider 
establishing an alternative hiring authority that preserves those aspects of the FCIP that 
have been most productive in meeting the intent of the Executive Order. That intent was 
to provide a vehicle that enhances the ability of government to attract and hire highly 
qualified individuals well matched to the requirements of the job and to provide for their 
training and development over a two-year period to ensure the presence of a highly 
capable and motivated workforce going forward. 
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Should there be a replacement for the FCIP. it should avoid use of the word ■'intenf' to 
avoid confusion. Beyond that admittedly cosmetic change, however, any replacement 
should also allow an agency to define the area of competition but require the area to be 
large enough to ensure that it yields a reasonable number of highly qualified candidates 
from among which the selecting official may choose. Such a requirement currently exists 
in regulation (title 5, CFR 335.103(b)(2)) for agency merit promotion programs. In 
addition, any replacement for the FCIP should also provide for a two-year trial period 
that would serve, in essence, as the Iasi stage of the assessment process. Continuation in 
federal employment at the end of the two-year period .should require an affirmative 
declaration by the employing agency that the employee meets established standards of 
conduct and perfonnance. Absent such an affirmative declaration, the employee's 
appointment would expire. Finally, veteran preference and the merit system principles 
should continue to apply. 

Veterans Employment Initiatives 

As noted, the Partnership fully supports currenl efforts to ensure that veterans are 
afforded their legal entitlement to preferential consideration for federal job opporlunilies 
for wliich they qualify. However, w'e are also aware that the real lest of whether the inten t 
of the law is being met is not whether a specific process or procedure is being followed 
but rather, at the end of the day, whether veterans are being hired. By this measure, most 
federal agencies have established a good track record. As noted in OPM's '"Government- 
wide Veterans ’ Recruitment and Employment Strategic Plan for FY 2010- FY 2012," the 
total number of new hires w'ho are veterans increased from 52,452 in FY 2007 to 65.63 1 
in FY 2008. The report al.so notes that “In comparison to the private sector, the federal 
government hires three times the percentage of veterans, seven times the percentage of 
disabled veterans, and ten times the percentage of severely injured veterans.” 

To maintain and build upon this commendable record of providing employment 
opportunities to veterans, we find that the aforementioned Executive Order 13518 and the 
Strategic Plan for FY 2010 - FY 2012, are appropriately focused on proactive steps that 
the federal government can take to enhance the employment of veterans, including 
engaging in active recruitment efforts, establishing coordinators within each agency, 
training of managers and human resources professionals, training and transition 
assistance for veterans seeking employment, and tracking and publicly reporting on the 
re,sults in terms of veterans hired. We think such efforts will ultimately prove much more 
effective than seeking to keep or to place additional procedural requirements on the 
hiring process itself. 

For example, a major issue in the debate over whether to allow agencies the option to use 
“category rating" of applicants rather than the “rule of three,” was whether allowing the 
use of the more flexible “category rating” option would cause fewer veterans to be hired. 
Once it was demonstrated that, in fact, a greater percentage of veterans were actually 
being hired in organizations that were allowed to use “category rating” on a trial basis, 
Congress amended the law in 2002 to allow all agencies to make use of this more flexible 
approach to hiring. The point is that a streamlined, flexible hiring process can and should 
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he entirely compatible with the merit system principles and the goals associated with 
workforce diversity and veterans' employment. 

lA'oislative Proposals that Merit Consideration 

Codifying Hiring Reform 

We believe the reform initiatives are a strong first step to improving the federal hiring 
process; however, we would also recommend that Congress pass legislation to codify 
Ihcsc reforms in law. The Partnership supports S. 736. the Federal Hiring Process 
Improvement Act, which was introduced last year by Senators Akaka and Voinovich. This 
bipartisan legislation was reported by the Senate Committee on Homeland Security and 
Govei-nmental Affairs on May 12th,'^ and addres.ses many of the same issues that have 
been outlined in President Obama's memo on hiring refonn - making the federal hiring 
process more applicant-friendly, measuring hiring effectiveness and training agency 
human resources professionals. We strongly encourage this Subcommittee to champion 
such common sense hiring refonn legislation in the House. 

Creating a Civilian ROIC 

The Partnership recently surveyed federal agencies and asked them to project their hiring 
needs through FY 2012. According to our study, agencies predict they will need to fill 
more than 273.000 mission-critical positions and will need to attract individuals with 
backgrounds in engineering, public health, information technology, acquisition, human 
resources and foreign languages, among others.*’ The private sector is also looking to 
recruit this mission-critical talent and federal agencies will need to compete for the same 
limited talent pool. One of the challenges the government faces is that individuals, 
especially those with higher degrees needed for mission-critical jobs, are graduating with 
staggering levels of debt that often price them out of public service. In order to compete 
with the private sector, we recommend that Congress )nve.st in a civilian counlei'parl to 
the highly successful military ROTC program, through which the military currently 
recruits nearly 40 percent of its officers. 

The Partnership strongly supports, H.R. 3510, the Roosevelt Scholars Act, which was 
introduced last year by Representatives David Price and Mike Castle. The bill would 
essentially create a civilian ROTC program offering graduate-level scholarships in 
exchange for a federal service commitment. Scholarships would be given to those 
individuals pursuing mission-critical fields where agencies have the greatest need for 
talent. White working toward their degrees, students would be expected to complete an 
internship in a federal agency and return to their campus and serve as an ambassador to 
their peers and career services professionals, educating them about federal internships 
and jobs and providing tips for how to search and apply for them. A small foundation 
would be created to administer the program and charged with marketing other federal 


^ Senate Report 111-184. 

* Where the Jobs Are 2009: Mission-Critical Jobs for America, Partnership for Public Service, September 
2009. 
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scliolarslvip programs, helping lo place students in intcmships and jobs and working with 
agcit! It'S U) expedite the often lengthy security clearance process. 

( 'apiliilizi)'ig on Student Internships 

Studcnl internship programs are a highly valuable way for agencies to identify potential 
sources of future talent in that they allow agencies to assess the potential employee’s fit 
for the po.sition and observe the candidate's actual work and work habits on the job. 
Unfortunately, internship programs are underutilized across the federal government. A 
KX'cnt Partnership report, Leaving Talent on the Table’ found that federal agencies lag 
behind their private sector counterparts in converting interns into full time hires. In 2007 
federal agencies employed 59,510 interns through two of its largest paid intemship 
programs, yet only .5.939 - 6.6 percent - of those student intents were hired into 
permanent jobs. Even among the students in 2007 who were employed under the Student 
t'arccr Experience Program (SCEP) and who could have easily been converted to 
pernianeiil employment, just a little more than I out of 4 {26.7 percent) were actually 
COD', cried. In comparison, private sector employers in 2007 converted 50.5 percent of 
Ihcir intents to full-time, permanent positions according to a survey by the National 
Association of Colleges and Employers. Surely the federal government can, and must, do 
better. 

We are pleased to see that Representative Connolly has introduced H.R. 3264, the 
Federal Intemship Improvement Act, which will help agencies better understand where 
their interns come from, how they are utilized, the quality of the intemship experience, 
and the barriers agencies face in convening their interns to full-time employees. The 
legislation requires agencies to collect data and provide an annual report to 0PM and 
ultimately Congress on a number of important items, including how agencies recrait 
intern.s, the type of work in which interns are engaged and the quality of the intemship 
experience as identified through exit interviews. Agencies are required to designate an 
intemship coordinator and publicly post available intemship positions with a clear point 
of contact to help attract the best candidates. The legislation also requires 0PM to create 
a central database with the names of individuals who are completing their internships and 
arc seeking federal employment. The central database will enable agencies to gain access 
to a talented pool of potential candidates. An additional section in the bill as introduced 
allows agencies to noncompetitively appoint interns to a full-time position if they meet 
relevant requirements. We think this provision is key in that it will allow agencies to 
capitalize on their high-performing interns. We urge the Subcommittee to retain this 
language a.s the bill moves through the legislative process. 


' Leaving Talent on the Table: The Need to Capitalize on High-Performing Student Interns, Partnership for 
i^iblic Senace, ApriJ 2009. 
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SunitTuiry of Recommendations 

The Partnership is pleased to offer the following recommendations to the Subcommittee 
as you pursue your legislative and oversight agenda regarding federal recruitment and 
hiring; 


1 . Congress should carefully monitor the results of the administration’s current 
efforts at hiring reform and provide support for those efforts that are most 
promising, including funding for needed training and system development. 

The directives contained in the Presidential memorandum ofMay 1 1, 2010, 

Improving the Federal Reerthimeni and Hiring Process, and the subsequent actions 
taken by the Office of Personnel Management (see 

hi t p:/ w 'w w .opin. go v, hiri ngr eformT are a good start of a government-wide effort to 
improve the federal hiring system. Of course, ultimately the success or failure of 
these hiring reform efforts will hinge largely on the ability of OPM and individual 
agencies to implement the reforms. Congress should carefully monitor the results of 
these efforts to 1 ) ensure they arc achieving the desired end results and arc consistent 
with Ihe statutory merit system pnnciples, and 2) identify those that would bcneftl 
from additional resources or legislative action, 

2. Congress should pass S. 736, the Federal Hiring Process Improvement Act, to 
codify hiring reform efforts. 

3. Congress should actively solicit suggestions from agencies for modifications to 
the twisting laws governing human resources management in the executive 
hranch and consider statutory changes that are supported by a solid 
demonstration of their ability to further improve merit-based federal 
recruitment and hiring reform. 

4. f ongress should build new pipelines of mission-critical talent into government 
by passing the H.R. 3510, the Roosevelt Scholars Act, a proposal to fund 
education in key fields in exchange for a federal service commitment. 

5. Congress should pass the H.R. 3264, Ihe Federal Internship Improvement Act, 
and require agencies to collect metrics on where interns come from, how they 
are utilized, the quality of the intern experience, and steps agencies are taking to 
convert qualified interns into permanent positions. 

6. Changes to the Federal Career Intern Program, whether statutory or by 
Executive Order, should be made based on facts and not anecdotes. 

The use of the FCIP hiring authority has increased significantly every year since it 
was established and those reasons should be carefully examined. Those federal 
agencies that are making significant use of the FCIP should be given an opportunity 
to explain why and how the authority enhances their ability to recruit and hire highly 
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qualified candidates. The FCIP appears to be serving a legitimate need and it has been 
demonstrated that it can be used in a manner consistent with the merit system 
principles and veteran preference. Simply rescinding the Executive Order without 
having better alternatives available would be unwise. 

7. Efforts to enhance employment opportunities for veterans should be focused 
more on meeting reasonable goals for actual hires (based in part on an analysis 
of the jobs to be filled and the percentage of veterans who possess those skills) 
and less on procedural requirements. 

Veteran preference laws and regulations provide entitlement to preferential 
consideration for qualified veterans but they do not convey entitlement to federal 
employment for any individual veteran. Cumbersome procedural requirements that 
provide c ons i deratio n but not jobs serve little useful purpose. It would be more 
productive to the end objective of the Veterans Employment Initiative to establish 
hiring goals and to give federal agencies llcxibilities in how they can best meet those 
goals. 

8. We encourage Congress to ask for the collection of metrics to assess how 
agencies arc using various human resources tools and flexibilities. 

Data will allow agencies and Congress to identify which ilexibilities are most 
effective at attracting and retaining particular demographic groups, whether using 
flexibilities are resulting in good hires for government and how flexibilities can be 
used more effectively and are worthy further expansion and/or congressional support. 
A periodic third-party exit survey of departing employees w'ould also do much to 
shed iiglit on the factors that contribute to employee engagement, including the tools 
and practices that might have been more successful in attracting and keeping needed 
talent. 

9. Congress should provide resources for federal agencies so that they are able to 
make the best possible use of the flexibilities that are available. 

Without adequate funding, agencies will be severely constrained in their use of 
human resources tools to recruit, hire, retain and develop the right talent for 
government. Congress may wish to consider reserving funds specifically for 
investments in (a) federal workforce recruitment, retention and development, and (b) 
training and developing the federal human resources workforce. Investing in talent is 
an investment that will more than pay for itself over time. 

Conclusion 

The Partnership believes that the way to better government is through people. No federal 
agency can succeed if it does not have enough of the right people with the right skills to 
get the job done. While we have long argued that more investment in the capacity of the 
federal workforce is desperately needed, recent economic and other national challenges 
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atid a new sense of urgency to your efforts to help our government improve its 
recruitment and hiring. 

Wc applaud the Subcommittee for holding this hearing and we look forward to working 
with you on these important issues. 

Thank you. I'm happy to answ'er your questions. 
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Mr. Connolly. Thank you, Mr. McManus. 

Mr. Crosby. 

STATEMENT OF STEPHEN CROSBY 

Mr. Crosby. Thank you, Mr. Chairman. As you intimated, the 
namesake of my college, former Speaker John McCormack held the 
seat of the storied South Boston Congressional seat now held by 
the chairman of this committee, but I am here strictly on the mer- 
its. 

Over the course of the last 50 years, there has been an evolving 
realization that Government needs highly educated and trained 
workers to respond to the increasingly complex challenges facing 
this country. As a consequence, schools of public policy, public serv- 
ice, and public administration, such as mine, have developed for 
the express purpose of providing education and training for the de- 
sign, evaluation, and implementation of public policy. 

The graduates of our programs are intentionally and thoroughly 
trained to improve the management and quality of public service. 
We are confident that it is in the public interest to pass legislation 
which assures that the graduates of these schools have a clear path 
to employment in the Federal Government and have at least a level 
playing field for accessing Governmental positions. 

As you in the Congress know better than I, the next couple of 
decades will see a huge cohort of experienced public officials. Fed- 
eral public officials, reaching retirement age, thus creating a tre- 
mendous demand for people in public service. Graduate schools like 
mine are committed to preparing students to meet this great de- 
mand, but the present system of hiring impedes this cohort of job 
candidates, as you know so well, from readily accessing the Federal 
system. The supply and demand for graduate students exists, but 
the pipeline is broken. 

The current hiring process is a confusing, poorly advertised, 
drawn-out process that fails to match or proactively recruit future 
talent. USAJOBS.gov’s automated process places a premium on 
qualifications such as professional work experience, especially in- 
ternal candidates, and veterans’ preference, neither of which many, 
if not most, students possess. 

Because our candidates are relatively new and relatively inexpe- 
rienced in terms of literal Federal service, despite the fact that 
they have extensive training in the tools of public service, they 
have a difficult time competing for these positions. 

As a former Secretary of Administration in Finance, working for 
the Governor of Massachusetts, I never thought that I would call 
for more legislative oversight of the custodial functions of the exec- 
utive branch, but it is clear to me that in this case such oversight 
is appropriate and that this le^slation will give the executive 
branch the tools to improve its hiring practices. 

I support S. 736, the Federal Hiring Process Improvement Act, 
and strongly encourage the introduction of a similar bill in the 
House because the bill represents several elements that lay the 
groundwork for establishing a working Federal hiring pipeline. The 
bill requires agencies to develop plans to identify hiring needs, the 
kind of strategic questions that were being asked of Mr. Berry ear- 
lier on, and recruitment strategies, shorten the hiring process, and 
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make it more applicant friendly. It would also attempt to maintain 
an inventory of Federal job applicants and measure the effective- 
ness of hiring reform efforts. 

I also approve your legislation, H.R. 3264, the Federal Internship 
Reform Bill, as it will attempt to open up the Federal hiring proc- 
ess to continued use of internships, which are highly competitive 
programs that can and should attract the best and the brightest 
from our graduate programs. 

Specifically, I find the following provisions in H.R. 3264 to be at- 
tractive: data collection. Each agency that uses intern programs is 
required to collect and track data into an annual report that is sent 
to 0PM, the kind of data that the members of the committee have 
been asking for an have been unable to get. We believe measuring 
and using such metrics will permit agencies to use interns effec- 
tively and assist Congress in its important oversight responsibil- 
ities. 

Accountability. Each agency is required to create an internship 
coordinator. This creates accountability for the ultimate implemen- 
tation of the intent of the legislation. 

Definitions. The definitions of what we mean by intern and in- 
ternships in order that abuses do not follow must be clear. They 
should connect directly to student status and should be restricted 
to those students who are currently registered in a regularly ac- 
credited university or college and be within 2 years of graduating 
from such college. 

I think I can safely speak for the almost 300 other deans and di- 
rectors of graduate public schools across the country, as well as for 
the deans and leaders of other graduate programs such as engi- 
neering, business, public health, and others that the pathways to 
Federal service need to be clear in order to attract the right people 
for the right positions. 

The Executive Memorandum from the President that has been 
much discussed here today is, indeed, a step in the right direction. 
I believe that legislation such as that I am speaking on today is 
required and is an important safeguard for sustaining the ongoing 
reform efforts. 

Ultimately, this is not just about Federal jobs and the need to 
hire more students. Federal hiring reform is about ensuring the ef- 
ficiency and effectiveness of the Federal Government in coming 
decades and our ability to tackle the tough public problems we face. 
At a time of diminishing resources juxtaposed with ever more com- 
plicated public policy challenges, these modest steps in improved 
Government performance are steps we simply must not fail to take. 

[The prepared statement of Mr. Crosby follows:] 
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My name is Stephen P. Crosby, and I serve as Dean of the John W. McCormack Graduate 
School of Policy Studies at the University of Massachusetts Boston. It is my pleasure to 
appear before you and to speak on behalf of House Resolution 3264 and Senate Bill 736, 
and particularly on the importance to the country of improving federal hiring practices 
for students and recent graduates. 

Over the course of the last 50 years, there has been an evolving realization that 
government needs highly educated and trained workers to respond to the increasingly 
complex challenges facing this country. As a consequence, schools of public policy, 
public service, and public administration education— schools of public affairs broadly 
speaking- such as mine have developed for the express purpose of providing education 
and training for the design, evaluation and implementation of public policy. The 
graduates of our programs are intentionally and thoroughly trained to improve the 
quality of public service. I am convinced that it is in the public interest to pass 
legislation which assures that the graduates of these schools have a clear path to 
employment in the federal government and have at least a level playing field for 
accessing governmental positions. 

As you in the Congress know better than I, the next couple of decades will see a huge 
cohort of experienced federal public officials reaching retirement age, thus creating a 
tremendous demand for people in public service. Graduate schools like mine are 
committed to preparing students to meet this great demand, but the present system of 
hiring impedes this cohort of job candidates from readily accessing the federal system. 
Because our candidates are relatively "new" and relatively "inexperienced" in terms of 
literal federal service, despite the fact that they have extensive training in the tools of 
public service, they have a difficult time competing for these positions. The legislation 
for which I speak today will hold the executive branch (the Office of Personnel 
Management) accountable to Congress for how it hires, and requires the entire federal 
hiring system to be more transparent to all. As former Secretary of Administration and 
Finance working for the Governor of Massachusetts, I never thought that I would call for 
more legislative oversight of the custodial functions of the executive branch. But it is 
clear to me that in this case, such oversight is appropriate, and that this legislation will 
give the executive branch the tools to improve its hiring practices. 

The supply and demand for graduate students exists, but the pipeline is broken. 

The current hiring process is a confusing, poorly advertised, drawn-out process that fails 
to match or proactively recruit future talent. The usajobs.gov automated process places 
a premium on qualifications such as professional work experience (especially internal 
candidates) and other preference, none of which many students possess. 

I support Senate Bill 736, "The Federal Hiring Process Improvement Act" and strongly 
encourage the introduction of a companion bill in the House, because the bill presents 
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several elements that lay the groundwork for establishing a working hiring pipeline. The 
bill requires agencies to develop plans to indentify hiring needs and recruitment 
strategies, shorten the hiring process and make it more applicant-friendly. It would also 
attempt to maintain an inventory of federal job applicants and measure the 
effectiveness of hiring reform efforts. 


I also support H.R. 3264, "The Federal Internship Reform" bill, as it will attempt open 
up the federal hiring process to continued positive use of internships, which are indeed 
highly competitive programs that can and should attract the best and the brightest from 
our graduate programs. The private sector will convert something like 50% of their 
interns to full-time employment. However the Federal Government converts less than 
10% of interns. This is a missed recruiting and staffing opportunity that our country 
cannot afford with the myriad challenges before us. 

H.R. 3264 offers us the opportunity to accomplish this by encouraging agencies to create 
a more effective framework for monitoring and implementing internship programs. 
Specifically I find the following provisions in the bill to be attractive; 

• Data collection: each agency that utilizes internship programs is required 

to collect and track data into an annual report that is sent to 0PM. We believe 
measuring and using such metrics will permit agencies to use interns effectively 
and will assist Congress in its oversight responsibilities. 

• Accountability : each participating agency is required to create an internship 
coordinator position. This will provide agencies with professional staff 
responsible for recruiting, developing, and tapping into intern candidates. 

• Definitions : the definitions of 'intern' and 'internship' must be clear. They 
should connect directly to student status and should be restricted to those 
students who are currently registered in a regularly accredited university/school 
and/or be within two years of graduating from said school. 


The Presidential Management Fellowship is a powerful model for getting great young 
people to serve in the federal government. However, it is small in scale with only a few 
hundred participating each year. This is why having smart, competitive, and 
developmental internships as part of federal recruiting is vital. Both government AND 
students need a special vehicle, the federal internship, that ensures a moderate but vital 
flow of recent graduates into the federal workforce. 


I think I can safely speak for the almost 300 other Deans and Directors at graduate 
public affairs schools across the country as well as different graduate degrees than ours, 
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such as engineering, business, public health and others, that the pathways to federal 
public service need to be clear in order to attract the right people for the right positions. 

I would like to briefly address the intended federal hiring reforms contained in the May 

II [2010] Executive Memorandum issued by President Obama on the subject of 
"Improving the Federal Recruitment and Hiring Process." It is a promising step in the 
right direction, but I believe the accountability framework established for federal hiring 
in the Congressional legislation is an important safeguard on the sustainability of reform 
and the long term health of federal hiring. 

The U.S. Government is no different than other organizations in that it needs to 
continually replenish its employee pool especially with those who have the latest 
learning, ample motivation and lots of enthusiasm to contribute. Unless we unclog the 
current malfunctioning hiring system, and provide clear, dedicated pathways for capable 
new graduates into the civil service, we will be choking off a critical source of supply of 
desperately needed, highly skilled workers for Federal service. 

Ultimately, this is not just about federal jobs and the need to hire more students. 

Federal hiring reform is about ensuring the efficiency and effectiveness of the federal 
government in coming decades, and our ability to tackle the tough public problems we 
face. It is not an understatement to say the future of our government, and our country, 
is at stake. 
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Mr. Connolly. Thank you, Mr. Crosby. 
Mr. Embree. 


STATEMENT OF TIM EMBREE 

Mr. Embree. Mr. Chairman, ranking member, and members of 
this committee, on behalf of Iraq and Afghanistan Veterans of 
America’s 180,000 members and supporters, thank you for inviting 
lAVA to testify today. 

My name is Tim Embree, and I am from St. Louis, MO, and I 
served two tours in Iraq in the U.S. Marine Corps Reserve. Iraq 
and Afghanistan era veterans are facing staggering unemployment 
rates. Many veterans want to remain in public service, but are 
faced with a Federal Government that shockingly does not under- 
stand the value and skills veterans bring to the work force. Trans- 
forming the Federal hiring process is crucial to encourage the hir- 
ing of more veterans throughout the Federal Government and to 
demonstrating to a new generation of veterans that America has 
their backs. 

JAVA welcomes the opportunity to discuss this issue at length 
with you today. America’s newest veterans face serious employ- 
ment challenges. The difficult process of returning to civilian life 
is further complicated by the most severe economic recession in 
decades. 

Compounding the difficulty, Iraq and Afghanistan veterans leav- 
ing the active duty military often find civilian employers do not un- 
derstand the value of their skills and military experience. Civilian 
employers have a lot to learn, and JAVA is leading the fight to pro- 
mote the skills of our country’s veterans to bring to the work force 
with the Department of Labor and different private organizations. 
Veterans coming home from war should be able to expect strong 
hiring support from their Federal Government. 

The Federal Government hires nearly three times as many veter- 
ans as the civilian business community, but this compares and is 
disingenuous. Being three times better than poor is nothing to brag 
about. 

The Federal Government claims that veterans make up nearly 25 
percent of their work force; however, when we remove the Depart- 
ment of Defense, Veteran Affairs, and Homeland Security from the 
total, the number of veterans employed by the Federal Government 
plummets to an average of less than 10 percent per department. 

The experiences of previous generations of veterans suggests that 
today’s veterans may struggle to find jobs within our Government 
for years to come. Unless Congress acts now by improving the Fed- 
eral hiring process, many qualified vets will continue to be left out 
of public service. 

I want to introduce you to an JAVA member, Tyler from Kansas. 
Tyler served in the Army in counter-intelligence. He has a bach- 
elor’s degree in social work with a minor in psychology. Tyler ap- 
plied for a position in the FBA as an investigative operations ana- 
lyst. He qualified under superior academic achievement for both 
the GS-5 and 7 pay grade, and his cumulative score was over 107, 
which included his 10 points for a 70 percent service-connected dis- 
ability rating. With Tyler’s military experience, college degree, and 
veterans’ preference, most people would think he stood a pretty 
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good chance to get the job. Tyler was notified within three business 
days that he did not get the job. 

Tyler was interested in learning more, and he was informed that 
the hiring office decided to hire internally and did not consider any 
of the external applicants. 

Tyler is now pursuing two graduate degrees concurrently, but I 
have to ask: how many highly qualified veterans who want to con- 
tinue working in public service are being passed over each day? 

JAVA applauds the initial steps being taken by the Office of Per- 
sonnel Management and the Department of Labor. Their Govern- 
ment-wide veterans recruitment and employment strategic plan 
lays out an ambitious set of goals. But the Federal Government 
cannot do it alone. The business and VSO community must also be 
involved to create the anti-stigma campaign described in their stra- 
tegic plan. All employers must learn that veterans offer more than 
just punctuality, a positive attitude, and a professional appearance. 

Many veterans possess highly desired management skills such as 
personnel management and budgeting. They may not be up on the 
newest management buzz words, but their skills have been tested 
under the most challenging of circumstances. The Federal Govern- 
ment invests over $6 billion a year in military training, yet they 
don’t take advantage of their own investment. No reasonable CEO 
would ever cede that investment without a fight, but the Federal 
Government does this every day. 

Finally, JAVA was troubled to learn the Troubled Asset Relief 
Program [TARP], which authorized up to $770 billion to bail out 
banks, exempted these very banks who are receiving Federal bail- 
outs from any veteran hiring requirements. Protections were in- 
cluded for minorities, women, and disabled individuals, but not for 
our veterans. JAVA believes that TARP and all future stimulus 
programs must include veterans’ hiring preferences. 

Thank you for your time today. I look forward to answering any 
questions you may have. 

[The prepared statement of Mr. Embree follows:] 
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Mr. Chairman, Ranking Member, and members of the committee, on behalf of Iraq and Afghanistan 
Veterans of America's one hundred and eighty thousand members and supporters, thank you for 
inviting lAVA to testify today. My name is Tim Embree. I am from St. Louis, MO and I served two tours in 
Iraq with the United States Marine Corps Reserves. 

Iraq and Afghanistan-era veterans are facing staggering unemployment rates. Many veterans want to 
remain in public service, but are faced with a federal government that shockingly does not understand 
the value and skills veterans bring to the work force. "Transforming the Federal Hiring" process is crucial 
to encourage the hiring of more veterans throughout the federal government— and to demonstrating to 
a new generation of veterans that America has their backs. lAVA welcomes the opportunity to discuss 
this issue at length with you. 

Executive Summary 

America's newest veterans face serious employment challenges. The difficult process of returning to 
civilian life is further complicated by the most severe economic recession in decades. Compounding the 
difficulty, Iraq and Afghanistan veterans leaving the active-duty military often find civilian employers 
who do not understand the value of their skills and military experience. Civilian employers have a lot to 
learn, and lAVA is leading the fight by working with the Department of Labor and different private 
organizations to promote our country's veterans. Veterans coming home from war should be able to 
expect strong hiring support from the federal government. The federal government hires nearly 3 times 
as many veterans as the civilian business community but this comparison Is disingenuous: being 3 times 
better than poor is nothing to brag about. The federal government claims that veterans make up nearly 
25% of their workforce. However, when we remove the Departments of Defense, Veteran Affairs and 
Homeland Security from the total, the number of veterans employed by the federal government 
plummets to an average of less than 10% per department. The experiences of previous generations of 
veterans suggest that today's veterans may struggle to find jobs within our government for years to 
come. Unless congress acts now by now improving the federal hiring process many qualified veterans 
will continue to be left out of public service. 

lAVA recommends the following to employ more veterans in the federal government: 

• Provide congressional oversight and collaborate with the executive branch to successfully 
implement the new Veterans Employment Initiative for the federal government. 
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• Notify the VSO community one week prior to each meeting of the Interagency Council on 
Veteran Employment and allow formal recommendations to be submitted to the council by the 
VSO community. 

• The US Office of Personnel Management must work closely with the business and VSO 
community to create the anti-stigma campaign described in the Government-wide Veterans’ 
Recruitment and Employment Strategic Plan to properly define the skills that veterans bring to 
the workforce. 

• Fully restore funding to the ESGR, which provides critical USERRA protections for deploying 
Guard and Reservists. ESGR is slated to be cut 17% in FY 2011. 

• Hold the federal government to the same standards of USERRA compliance as private sector 
employers. 

• Reinstate Department of Labor VETS budget by $7.3 million for FY 2011 to improve job 
placement programs. 

• Mandate public reporting of all VETS-100 forms, which report the number of veterans hired by 
Federal contractors. 

• Call for an investigation into programs such as Direct Hire Authority, Federal Career Intern 
Program (FCIP), Student Career Experience (SCEP), Presidential Management Fellows, and 
Outstanding Scholar Programs to determine whether these programs are being used to avoid 
the hiring of veterans in the federal government. 


Current Status of Veterans Employment 

"/ have had to move my family 2-3 times in search for employment... 

I hove had LOTS of difficulty finding employment" - lAVA Vet 

In the April 2010, the unemployment rate of Iraq and Afghanistan-era veterans was 13.1%. 
Unemployment rates among new veterans have risen significantly in the last 2 years. According to the 
Bureau of Labor Statistics, in 2009 the average unemployment rate for Iraq and Afghanistan-era 
veterans was 10.2 percent. Unemployment rates from 2007 and 2008 were 6.1 percent and 7.3 percent 
respectively. The unemployment rates of Reserve and National Guardsmen, who often leave behind 
civilian jobs when they deploy, have more than quadrupled since 2007. They now rival that of veterans 
recently discharged from the military - 10.6 percent vs. 13.8 percent. 

Disturbingly, the situation appears to be deteriorating rapidly. According to the Bureau of Labor 
Statistics, in March 2010 the unemployment rate of Iraq and Afghanistan-era veterans was 14. 7 percent.' 
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Unemployment Rates of Iraq and Afghanistan-Era Veterans 

"All the jobs I found that would hire vets were security jobs 
that pay $8 bucks an hour" -lAVA Vet 

Finding a job for a returning veteran is hard, but finding quality employment is even harder. Sixty-one 
percent of employers do not believe they have "a complete understanding of the qualifications ex- 
service members offer"" and recently separated servicemembers with college degrees earn on average 
almost $10,000 less per year than their nonveteran counterparts.'" This wage gap could continue for 
decades; Vietnam veterans earned significantly less than their civilian peers till they were in their fifties. 

lAVA is also concerned about the duration of new veterans' unemployment. In 2009, 75,000 Iraq and 
Afghanistan-era veterans suffered from long-term unemployment— 15 weeks or more. This represents 
more than 45 percent of all unemployed new veterans in 2009. 

"First interview question was 'Are you going to be hired and then have to leave again 

- lAVA vet 

Employers are growing increasingly wary of hiring or reemployIng National Guardsmen and Reservists 
because of their unprecedented mobilization rates. Tens of thousands of reservists returning from 
combat are not being promptly reemployed, or when they are reemployed, they are not receiving the 
pay, pensions, health care coverage, and other benefits they are entitled to. More than 40 percent of 
Guardsmen and Reservists lose income when they are mobilized.'" Self-employed reservists ore suffering 
55 percent earnings losses when they are activated. 

Federal Hiring; Veterans Preference 

"I searched usajobs.gov, submitted applications but never heard from them. 

I guess there is a magic way to write your job description." -lAVA Vet 

The Federal Government hires three times as many veterans as the private sector" and has the unique 
opportunity in combating veterans' unemployment. Last November, President Obama issued an 
executive order outlining the Veterans Employment Initiative."' This order required enhanced 
recruitment and promotion of employment opportunities for veterans within the federal government 
and established a Council on Veterans Employment. The federal government has also stood up a 
website, www.fedshirevets.gov . and released a strategic plan to implement this goal of increasing the 
number of veterans working in the Federal government. 

lAVA is encouraged to see the speed and thoroughness of this Council in addressing these employment 
issues. We believe that their website is well-organized and helpful to job seeking veterans. However, it 
still lacks a clear explanation of what the 5 or 10 point veteran preference actually means in terms of the 
federal hiring process. The job bank is also lacking— it's just a link to usajobs.gov. 
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Disturbing, however, are the programs that have been created over the years which, in practice, assist 
hiring managers in avoiding hiring our nations veterans. Programs such as Direct Hire Authority, Federal 
Career Intern Program (FCIP), Student Career Experience (SCEP), Presidential Management Fellows, and 
Outstanding Scholar Programs facilitate the federal hiring process, but inadvertently allow federal 
agencies to dodge employing veterans. 

lAVA applauds the initial steps being taken by the Office of Personnel Management and the Department 
of Labor. Their Government-wide Veterans’ Recruitment and Employment Strategic Plan lays out an 
ambitious set of goals. But the federal government cannot do it alone. The business and VSO community 
must also be involved to create the anti-stigma campaign described in their strategic plan. All employers 
must learn that veterans offer more than punctuality, a positive attitude and a professional appearance. 
Many veterans possess highly desired management skills such as personnel management and budgeting. 
They may not be up on the newest management buzzwords, but their skills have been tested under the 
most challenging of circumstances. The federal government invests over $6 billion dollars a year in 
military training, yet they don't take advantage of their own investment. No reasonable CEO would ever 
cede that investment without a fight, but the federal government does this everyday. 

Federal Contracting 

"/ ended up getting a Job with o company that is contracted out by the government and 
is unionized." -lAVA Vet 

The federal government is the world's largest buyer of goods and services, with purchases totaling over 
$425 billion each year.”' The federal government can leverage this purchasing power to require 
potential contractors to increase veterans hiring, significantly increasing overall employment of 
veterans. Current federal law mandates federal contracts over $100,000 "take affirmative action to 
employ" veterans.™ These contractors are required to publish job openings with the state job banks 
and to report annually the number of veterans they have retained by submitting a VETS-100 form to the 
Department of Labor. These contractors are also prohibited from discriminating against veterans, 

Unfortunately, the data collected from VETS-100 forms is aggregated and only partially published in the 
DOL VETS annual report. lAVA believes that these forms should be publically reported, allowing 
interested parties to review whether contractors are actually following these contracting requirements. 
Public disclosure of these forms will create healthy competition between contractors over which 
contractor hired more veterans— and the American taxpayer deserves transparency. Imagine Boeing 
and Lockheed Martin including these statistics in their bids for the next big defense contract. 

Failure to comply with established contracting requirements can lead to the suspension or disbarment 
of that contractor from receiving future contracts. lAVA believes violations of USERRA protections 
should also be included as grounds for suspension or disbarment. 

Finally, lAVA was troubled to learn the Troubled Asset Relief Program (TARP), authorizing up to $770 
billion to bailout banks, exempted banks receiving federal bailouts from veterans hiring requirements. 
Protections were included for minorities, women and disabled individuals— but not for veterans. lAVA 
believes that TARP and ail future stimulus programs must include veterans hiring preferences. 
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USERRA 

Although National Guardsmen and Reservists are legally protected under the Uniformed Services 
Employment and Reemployment Rights Act (USERRA), many troops still experience employment 
discrimination because of their military service. 

This is a major problem in the private sector. Even worse however, there are federal and state 
employees who violate USERRA . Astonishingly, National Guardsmen and Reservists, serving in domestic 
disaster response situations, are not eligible for USERRA protections at all. lAVA recommends holding 
federal and state governments to the same standards of USERRA compliance as private-sector 
employers; extending USERRA protections to National Guardsmen, Reservists, and to servicemembers 
working in domestic response operations such as the current oil spill clean-up, hurricane or wildfire 
missions. 

The Employer Support of the Guard and Reserve (ESGR) is bright spot worth noting. It is a great resource 
for educating employers and veterans on USERRA rights and for resolving USERRA issues quickly and 
informally. ESGR should be Included in the Government-wide Veteran’s Recruitment and Employment 
Strategic Plan for FY2010-FY2012. It's also at risk of being weakened significantly. Currently, the 
President's budget request for FY 2011 plans to slash the ESGR budget by nearly 17%, effectively 
crippling this great asset. These cuts could not have come at a worse time. The number of USERRA 
violations are rising and of the tens of thousands of the reserve component troops, who have suffered 
discrimination, approximately three-quarters of them do not seek assistance.’^ 

A common reason veterans do not seek help with USERRA is the lack of familiarity with USERRA 
protections and obligations. Twenty-eight percent of reservists report not receiving information on 
USERRA and reemployment rights during activation or deactivation.” We must prioritize outreach to 
Guardsmen and Reservists, teaching them their USERRA rights. 

There is much to be done to increase federal hiring of veterans and lAVA looks forward to working with 
this committee and the interagency Council on Veterans Employment to positively transform the federal 
hiring process to encourage veterans employment. Hiring veterans is a good thing for the 2.1 million 
men and women returning from Iraq and Afghanistan. But hiring veterans is also good for the 
government, good for the economy, and good for America. We led on the battlefields, and we are ready 
to lead again, if you give us the chance. 

Thank you. 


' Bureau of Labor Statistics, ''Employrrjent Situation Summary: March 2010," Apri) 2, 2010, Table A-5; 
http://www.bls-eov/new$.release/empsit.nrQ.htm . 

" Military.com, "Military.com Study Reveals Profound Disconnect between Employers and Transitioning Military Personnel," 
November 5, 2007: http://www.militarv.CQm/aboutus/twocolumn/0. 15929.PRarticlell0507.0Q.html . 

Abt. Associates, Inc. "Employment Histories Report, Final Compilation Report," March 24, 2008: 
http://wwwl-va.gov/vetdata/docs/Emplovment History 080324.pdf . 
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“41 percent of drilling unit members reported income loss [when mobilized for a contingency operation]." GAO-03-573T, 
“Military Personnel: Preliminary Observations Related to Income, Benefits, and Employer Support for Reservists During 
Mobilization." March 19, 2003; http://www.gao.eov/new.items/d03549t.pdf . 

Office of Personal Management, "The Governmentwide Veterans' Recruitment and Employment Strategic Plan for FY 2010- 
FY2012," page 2, http://www.fedshirevets.gov/pdf/Vets Initiative Strategic Plan. pdf 
Executive Order, President Obama, November 9*^ 2009, http://www.whitehouse.gov/the-pres5-office/executive-order- 
veterans-employment-initiative 
http://www.sba.gov/contractingopportunities/tndex.html 
'''“38U,S.C,4212 
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Mr. Connolly. Thank you, and I thank you for your testimony. 
Boy, I agree with what you just said. It is one of several problems 
with TARP. 

Ms. Gilman. 


STATEMENT OF MAUREEN GILMAN 

Ms. Gilman. Congressman Connolly, I am pleased to be here 
today on behalf of NTEU to discuss Federal hiring processes. 

Since the time of President Theodore Roosevelt, the Federal Civil 
Service has operated under a merit-based hiring system that has 
resulted in one of the most talented, non-partisan, diverse, and cor- 
ruption-free work forces in the world. NTEU believes that improve- 
ments to hiring processes can and must be made within the param- 
eters of well-established merit principles that have made our civil 
service system so successful. 

Like others, NTEU has been frustrated with the slow pace of hir- 
ing, and we commend the administration for taking action to 
streamline recruitment and selection processes. 

In his May 11th memorandum, the President directed agencies 
to implement numerous changes to Federal hiring processes. One 
change is the elimination of long essays known as knowledge, 
skills, and abilities [KSAs], in the initial application in favor of 
cover letters and resumes. NTEU supports this change, but would 
caution that the key component of merit-based hiring is having 
valid and objective assessments of a candidate’s ability to do the 
job, and we are anxious to do more about new assessment tools 
that are proposed to replace KSAs. 

The administration’s recent directives also call for the use of cat- 
egory hiring instead of a procedure known as the rule of three. 
Under the rule of three, applicants are assessed and ranked based 
on numerical scores. Points are added for veterans’ preference, and 
the selecting official can hire from among the top three names on 
the list. In 2002, Congress granted agencies the option of also using 
category rating, which allows selecting officials to choose from a 
larger group of candidates. 

Many hiring officials have continued to use the rule of three, 
which is a merit-based, objective, and transparent selection proc- 
ess, and we question the need to take away agencies’ flexibility to 
choose between these hiring options by prohibiting the use of the 
rule of three. 

Overall, NTEU believes that reforms to the competitive hiring 
process will accomplish little if agencies are permitted to continue 
to avoid competitive hiring by misusing accepted service hiring au- 
thority primarily through the use of the Federal career intern pro- 
gram [FCIP]. The administration’s May 11th memo directed 0PM 
to conduct a 90-day review of FCIP. NTEU supports this, and we 
believe an objective review will result in a recommendation to end 
the program. 

The FCIP was originally billed as a limited use special hiring au- 
thority designed to provide 2-year training and development intern- 
ships. Instead, it has become the hiring method of choice for many 
agencies. In its first year, about 400 employees were hired under 
FCIP. In 2009, there were a staggering 26,709 FCIP hires. 
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Since 2003, U.S. Customs and Border Protection has used FCIP 
as its exclusive method for hiring all incoming Customs and Border 
Protection officers. 

A 2005 Merit Systems Protection Board report found that agen- 
cies using FCIP hiring “relied on limited tools to recruit applicants 
to the program, used weak pre-hire assessment tools, and failed to 
use the internship as a trial period to correct weak assessment 
tools. Others did not provide training and development activities to 
career interns, as required.” 

The report also highlighted that there is no requirement that va- 
cancies he publicly announced, resulting in veterans’ preference eli- 
gible candidates not learning about and applying for positions. I be- 
lieve, unfortunately, that FCIP hiring authority has been used by 
some precisely because it allows veterans’ preference to be cir- 
cumvented without detection. 

Just last month the EPA Inspector General found that one of its 
regional offices engaged in prohibited personnel practices when 
using FCIP hiring authority. The IG’s report included an email 
from the hiring official stating they needed to hire under FCIP be- 
cause they did not “want to risk losing the candidates we want to 
hire who may get blocked by veterans via USAJOBS.” 

The FCIP allows agencies to hire without appropriate notice and 
without appropriate deference to veterans’ preference. It is not an 
internship program under any commonly accepted definition, and 
should be ended. 

In terms of real internships, NTEU believes that the current 
Federal intern programs, the student career experience program, 
and the Presidential management fellows program should be the 
building blocks for attracting students to the Government. We have 
no problemmaking exceptions to the normal hiring practices to 
draw these talented individuals to public service under these lim- 
ited programs. 

Thank you again for this opportunity to present NTEU’s views. 
I would be happy to answer any questions. 

[The prepared statement of Ms. Gilman follows:] 
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Chairman Lynch, Representative Chaffetz and members of tlie subcommittee, I am 
pleased to be here today to talk about the pressing challenges facing our government in its effort 
to obtain additional talented individuals to join our federal workforce for the 2L‘ century. As 
president of the National Treasury Employees Union (NTEU), representing more than 150,000 
federal employees in over 31 different agencies and departments throughout the government, I 
am pleased to add NTEU’s perspective to this important subject. 

Like many, NTEU has been frustrated with the slow process involved in hiring additional 
public servants and promoting those talented frontline individuals who want to advance in their 
careers. If the expected retirement tsunami really occurs, and if the Administration continues 
advancing its laudable plans to bring back inherently governmental jobs that were outsourced 
during the last administration, we must address hiring processes and advancement opportunities 
for employees. 

The federal government operates a competitive, merit-based hiring system which has 
resulted in one of the most talented, non-partisan and diverse workforces in the world. 

According to tlie Merit Systems Protection Board (MSPB): 

“The key piiipose of the system is to identify, attract, and hire the candidates 
who can best meet the needs of the organization and support the public’s 
interests. Not only is this good public policy, but making good selections can 
also lead to higher productivity, increased employee morale, improved 
teamwork, and reduced turnover — all of which contribute to organizational 
performattce.’’ (Rt^fonum^ Federal Hiring: Beyond Fabler and Cheaper, e.xecuiivc 
summaiy. L, issued 2006} 

Achieving the goal of an improved hiring process, therefore, needs to be done strategically and 
witli full acceptance of competitive hiring and merit system principles, as well as veterans’ 
preference. 

Administration’s Hiring Initiatives 

On May 1 1,*'' the administration unveiled its initiative to streamline recruitment and 
hiring in the federal government. 'The President issued a memorandum to federal agencies that 
directs agency heads to take a series of actions by November 1 . These include the elimination of 
lengthy knowledge, skills, and abilities essays (KSAs) in an applicant’s initial application for a 
federal position in favor of letters and resumes or “simple, plain language applications,” and 
assessments using “valid, reliable tools.” The memo also directs federal agencies to use the 
“category rating” approach in selecting among applicants instead of the traditional “Rule of 3.” 
Category rating has been optional since 2002. 

Under the President’s initiative, 0PM is tasked with a range of implementing actions in 
the next 90 days. These include reviewing and evaluating the Federal Career Intern Program 
(FCIP) and providing recommendations on its future, as well as providing effective pathways 
into the federal government for college students and recent college graduates. 
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0PM is also responsible for a government wide performance review, including a 
timeline, benchmarks and indicators of perfonnance as well as ways to hold agencies 
accountable. 0PM must provide guidance or propose regulations for better job announcements 
by agencies, evaluate the use of shared registers, and develop a plan to increase capacity for the 
USAJobs site, among others things. We understand that 0PM will also make data publicly 
available on hiring reform and its implementation, and federal agencies will be required to 
review and report on hiring data. 

NTEU is reviewing the new initiative to detennine its impact on merit based hiring. 

While N'fElJ supports competition, merit principles and veterans preference, we do share the 
frustration of many who argue it takes too long to get a federal job. To its credit. 0PM has 
already taken some steps to make hiring easier. 0PM has revamped its website, which is a good 
thing. USAJobs.gov was not very user friendly and used terms that could not be easily 
understood or were not defined. It also had the habit of kicking the user out in raid search. It 
appears to be better now, and that is a positive step forward. NTEU supports prompt and 
efficient federal hiring practices, but we also want to ensure that merit remains the linchpin of 
the hiring process. We will be monitoring the changes advanced in the White House 
memorandum, particularly category hiring and the creation of new assessment tools, to make 
sure there is no abuse by agencies. 

The keys to hiring are valid and objective assessments of a candidate’s ability to do the 
job. Simply eliminating KSAs, without having a valid assessment tool, will not get us where we 
all want to go. NTEU does not object to the use of resumes in the initial screening process, but 
the accompanying assessments, such as nondiscriminatory testing or others must be truly valid. 
NTEU is anxious to see what 0PM proposes in terms of assessments for applicants. 

Competitive hiring in the Federal Government used to be governed by the ■‘rule of three", 
where applicants were assessed and ranked based on a numerical score. A “certificate of 
eligibles” was assembled, points were added for veteran's preference and the selecting official 
could hire a candidate from among the top three names on the list. In the Homeland Security Act 
of 2002, federal agencies were granted the ability to use “category rating” instead of the rule of 
three. While category rating allows selecting officials to choose from a larger group of 
candidates, instead of a list of three names in the order of their scores, since it is now optional, 
we question the need for totally eliminating the Rule of 3. The Rule of 3 provides a merit based, 
objective and transparent selection proce,ss. 

In addition to merit-based hiring and open competition, NTEU wants to ensure the 
preservation of veterans’ preference in hiring, which we fully support. Just last week in its May 
12 testimony before the House .Appropriations Subcommittee on Labor, Health and Human 
Services and Education and Related Agencies, the American Legion, said, 

“Veterans Preference is being unlawfully ignored by numerous agencies. Whereas figures 
indicate a decline in claims by veterans of the current conflicts compared to Gulf War I, 
the reality is that employment opportunities are not being properly publicized. Federal 
agencies, as well as federal government contractors and subcontractors, arc required by 
law to notify the Office of Personnel Management (0PM) of job opportunities, but more 
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often than not these job opportunities are never made available to the public.” (Testimony 
of Joseph Sharpe, Jr., May 12. 2010) 


NTEU takes these charges very seriously. New approaches to hiring, white often well- 
intentioned need to be scrutinized in terms of their impact on our nation’s veterans. 


Federal Career Intern Program (FCIPi 

Mr. Chairman, reforms to the competitive hiring process will accomplish little if agencies 
are permitted to continue to avoid competitive hiring by misusing excepted service hiring 
authority, particularly the Federal Career Intern Program (FCIP). A perfect example of hiring 
gone awry is the Federal Career Intern Program (FCIP), While the administration’s hiring 
proposals require a 90 day review and evaluation of FCIP, we wish it had gone further. NTEU is 
disappointed to see FCIP listed on the newly designed 0PM website for students because I 
believe it was mischaraclerized as an actual student intern program. It is not an intern program, 
and NTEU supports the repeal of FCIP for the following reasons. 

FCIP was proposed and implemented on an interim basis in 2000, and became a 
permanent hiring authority under final 0PM regulations in 2005. It was originally billed as a 
limited-use special hiring authority designed to provide formally-structured two-year training 
and development '‘internships." Instead, the FCIP has become tlie hiring method of choice for 
many agencies because agencies can use it for almost any position, with no limit on the number 
of "interns” they may hire, and no requirement that competitive recruitment and selection 
procedures be followed. 

,Since 2003, U.S, Customs and Border Protection has used FCIP as its exclusive mctliod 
for hiring all incoming Customs and Border Protection Officers (CBPOs). It has since expanded 
its use of the FCIP to hire all incoming Border Patrol Officers and Agriculture Specialists. On 
January 22, 2009, CBP announced plans to hire 1 1,000 new employees, mostly under FCIP. 

The Federal Deposit Insurance Corporation began using FCIP in 2005 to hire Financial 
Institution Specialists. In 2006, the Internal Revenue Service began using FCIP to hire key 
enforcement employees, including Revenue Agents. SSA hires claims representatives, the 
Missile Defense Agency hires engineers and accountants, and GS.A fills property and contracting 
specialist positions using the FCIP. 

According to 0PM, in Fiscal Year 2009, there were 26,709 new hires under FCIP. (0PM 
testimony. VA Economic Opportunities Subcommittee. April IS. 2009} Of those, only 1 0.8 % were 
preference eligible veterans, far below the 25% veterans’ representation in the total federal 
workforce. Two years ago the Merit Systems Protection Board (MSPB) reported that FCIP has 
become the third most commonly used hiring authority in the government, f.hme 2008 report) In its 
first year, about 400 employees were hired under FCIP. That grew to over 7,000 in 2004. In FY 
2005, nearly 10,000 new hires entered the Government through FCIP and more than half of new 
hires in professional and admini.strative jobs who entered at the GS-05 and GS-07 level were 
FCIP candidates. And now we are at 26,709 positions. 
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Despite its widespread use, the MSBP has identified problems with this so-called ‘intern” 
program, including misuse of the program’s flexibilities, by federal agencies. According to 
MSPB, (September 2005 report) “ . . .our study found that agencies relied on limited tools to 
recruit applicants to the program, used weak pre-hire assessment tools and failed to use the 
internship as a trial period to correct weak assessment tools. Others did not provide training and 
development activities to career interns as required.” MSPB also criticized 0PM for not 
exercising any real oversight of the program. 

MSPB cited several specific areas in which the FCIP is detrimental to both employees 
and the general public. For example, it highlighted that there is no requirement that vacancies be 
publicly announced, resulting in recruitment so narrowly targeted — often limited to college 
campuses — that information about FCIP vacancies is hard to find. This loophole can prevent 
veterans’ preference-eligible candidates from learning about and applying for positions. 

A recent Environmental Protection Agency Inspector General’s report issued just last 
month - on April 26 — found that one of its regional offices engaged in a prohibited personnel 
practice by giving several candidates for vacancies improper advantages during the hiring 
process under the Federal Career Intern Program. The report made clear that the FCIP hiring 
authority was used because it allowed veterans’ preference to be circumvented without 
detection. The IG report quoted from an EPA hiring official’s email stating they needed to 
hire under FCIP because they did not, “...iw/?/ to risk losing the candidates we want to hire 
(3 in Water and I in Lah) who may get blocked hy veterans via USA JOBS ..." (Hotline Report No. 
I0-P-0II2) 

Mr. Chairman, this EPA case is a textbook example of what is wrong with FCIP. 

Becau.se of the rampant abuse that N THU saw with re.spect to this so-called internship 
program, in .lanuary, 2007, NTEU filed a federal court suit against 0PM challenging the legality 
of the FCIP regulations. Our case is based on the regulations’ design and the implementations 
by the agencie.s. In .luly of last year, vve won an important ruling that will allow our direct 
challenge on FCIP to go forward and we are awaiting a decision on the final outcome. 

In addition, vve participated in another case brought by a disabled veteran who alleges 
that the Social Security Administration’s u,se ofthe FCIP obstructed his opportunity (as well as 
that of other veterans) to compete for jobs, in violation of veterans’ preference rights. In this 
case, the agency advertised FCIP positions only by a posting on a state university’s career 
services web site, which was accessible only to students and alumni. This posting made it 
impossible for the disabled veteran to learn of, or apply for, these vacancies, 

Mr. Chairman, the FCIP turns the whole concept of an "internship” program on its head. 
Agencies like CBP and FDIC, use FCIP authority to hire nearly aj] frontline employees as 
“interns.” This is not a program like the current Student Career E.xperience Program, that serves 
as a learning experience for students in college or graduate school. Rather, the FCIP is a hiring 
authority that allows agencies to hire without appropriate internal or external notice and without 
the same veterans' preference that would exist under a competitive appointment. It also 
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circumvents the competitive examination process, which has been a pillar of fairness in the 
federal workforce. 

It is easy to see how FCIP is not an internship program. NTEU believes that it is crucial 
that FCIP be recognized for what it is, and be terminated without delay. NTEU is pleased that 
the Office of Personnel Management (0PM) has been directed to evaluate use of the FCIP and 
make recommendations about that program to the President within 90 days. We believe an 
objective review will result in a recommendation to end the program. 


Real Intern Programs 

In terms of student and recent graduate intern programs, there are several proposals 
pending in Congress to create new internship programs in government. Most of the proposals 
allow conversions to federal service outside of the normal competitive process. NTEU supports 
limited initiatives, including targeted internships and scholarships to recruit employees who have 
special fields of expertise that are in demand in the government. For example, students or recent 
graduates may be fluent in critical languages, or they may have expertise in sciences or other 
fields fur which there is a shortage of qualified candidates for government positions. 

It is NTEU's position that the current federal intern programs should be the building 
blocks for attracting talent to the government. The Student Career Experience Program allows 
the appointment of students to positions that are related to their academic field of study. The 
Presidential Management Fellows program allows agencies to recruit outstanding graduate, law 
and doctoral-level students who serve for two years and can become valued members of an 
agency’s workforce, We have no problem making exceptions to the normal hiring process to 
draw these talented individuals to public service under these limited programs. But, in general, 
we support competitive hiring in public service for all. 

NTEU has worked with Rep. Gerry Connolly on his intern bill. H,R,3264, and believe his 
decision to build upon the existing Student Career Experience Program (SCEP) is a good one. 
This approach is a reasonable step toward meaningful internships that give managers and 
supervisors an opportunity to see a student's potential and evaluate his or her performance in a 
real work arena. We’d like to commend Rep. Connolly for working with us and other entployee 
groups on this. 

Frontline Employees: Retention and Promotion 

While the focus for the 2U‘ century has been on improving the hiring processes, there is 
not a great deal of attention given to rekhning and promoting the hundreds of thousands of 
dedicated, talented employees currently in the workforce. Federal employees want what most 
other employees want, a challenging and interesting job, with the possibility of growth. 

NTEU would urge that in the context of hiring needs, the potential of growth for current 
employees not be forgotten. We need to do a better Job of providing current frontline employees 
with the training and mentoring necessary to advance in their careers. These are the employees. 
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after all, who see the daily challenges and accomplishments of the agency's responsibilities, and 
they often have invaluable insights on w'hat works, and what doesn’t work. Career advancement 
of talented employees is a win/win endeavor for the employee and for the effectiveness of a 
federal agency. 

In addition to training and mentoring for career advancement, agencies need to use the 
many flexibilities they have to retain valuable employees. There are a host of provisions on the 
books that allow the federal government to reward high performers, including recruitment and 
retention bonuses, quality step increases and paid time off awards. These options are often not 
used, yet they are effective ways to keep quality employees. Agencies should be urged to use 
flexibilities whenever possible, Thai could make the difference between an employee who is 
considering retirement or working additional years. 

Conclusion 


Mr. Chairman, in summary, I would like to reiterate NTEU’s support for: 1) Elimination 
of the Federal Career Intern Program; 2) A return to competitive hiring in the federal 
government; 3) Meaningful reforms in federal hiring; 4) A limited intern program for college 
.students and recent graduates; and, 5) Retention and promotion opportunities for frontline 
employees. 
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Mr. Connolly. Thank you. 

Ms. Simon. 

STATEMENT OF JACQUELINE SIMON 

Ms. Simon. Congressman Connolly, thank you for the oppor- 
tunity to testify today. I would like to focus my statement today on 
the abuse of the Federal Career Intern Program [FCIP]. I am going 
to focus on FCIP because, although AFGE generally supports the 
President’s reform for the competitive service, we do not believe 
that these reforms will have much impact unless the non-competi- 
tive or accepted service, FCIP, is drastically curtailed. 

The FCIP is the Government’s most widely used and problematic 
special hiring authority. It is essentially a direct hiring program 
that bypasses open competition and veterans’ preference and cir- 
cumvents career ladder promotion opportunities for the incumbent 
work force. FCIP gives agencies enormous discretionary authority 
to hire employees without using competitive hiring processes or the 
public notice ordinarily required by law. 

AFGE strongly objects to the continued use of the FCIP because 
it has nearly superseded the competitive service and because it has 
become a preferred vehicle for favoritism. 

The original purpose of FCIP was supposedly “to attract excep- 
tional men and women to the Federal work force who have diverse 
professional experiences, academic training, and competencies” and 
to prepare them for careers in analyzing and implementing public 
programs. 

Based on reports from our members, however, agencies have 
strayed from this purpose by using it as a closed hiring system that 
does not reach many qualified members of the American public or 
current Federal employees. AFGE does not believe that the Federal 
Government can succeed if its primary hiring process evades open 
competition, the merit system principles, or simple standards of 
fairness in hiring. 

In the meantime. Federal agencies where we represent the em- 
ployees, such as the Border Patrol, other components of DHS, and 
Social Security have used FCIP as the almost exclusive hiring au- 
thority for thousands of newly hired employees. A 2007 GAO report 
showed that DHS used FCIP more than any other recruitment tool 
for new permanent hires. Based on these numbers, it seems clear 
that FCIP hiring has extended well beyond the limited number of 
professional, scientific, and administrative positions that it was ini- 
tially envisioned to serve. 

Agencies looking for an easy way out of the responsibility to 
honor veterans’ preference and open competition have subverted 
the purpose of FCIP. It now represents an unrestricted use of a hir- 
ing authority that is extremely subjective and that grants man- 
agers a degree of discretion that shouldn’t exist in Federal hiring. 
Further, managers have almost total control over newly hired em- 
ployees because of the absence of procedural due process protec- 
tions such as adverse action appeal rights, and a probationary pe- 
riod that is double the length for employees hired under the com- 
petitive processes. 

Combined with FCIP’s lack of transparency, the above problems 
have turned FCIP into a step backward from the basic Civil Service 
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protections first introduced by the Pendleton Act in 1881. AFGE 
has urged the Obama administration to eliminate the FCIP, limit 
it to a small number of positions, or revise the program signifi- 
cantly in order to strike a more appropriate balance between the 
need for hiring flexibility and the imperative to uphold the prin- 
ciples of transparency and fairness. 

AFGE is extremely sensitive to agencies’ pleas with regard to ex- 
pedited hiring, especially in the context of in-sourcing jobs that 
were inappropriately out-sourced in the last decade. With the rec- 
ognition that each FTE in-sourced saves the Federal Government 
around $40,000 per year, that is DOD’s estimate, the financial mo- 
tivation to in-source is substantial. It has become routine for agen- 
cies to complain that the competitive hiring process is too cum- 
bersome or time consuming and use this as an excuse either to re- 
sist or delay in-sourcing or to revert to non-competitive hiring like 
the FCIP. 

AFGE does support the administration’s efforts to modernize and 
expedite the competitive hiring process, and we are hopeful that 
with proper training and resources managers of agencies through- 
out the Federal Government will make use of these new proce- 
dures. 

We urge the committee to enact legislation that would restrict 
the use and abuse of all direct hiring authorities in general, and 
the Federal Career Internship program in particular. 

Numerical limits, at a minimum, and other restrictions on FCIP 
should be accompanied by hiring reforms and increased resources 
available to agency human resources offices to expedite both in- 
sourcing and the hiring of the next generation of Federal employ- 
ees. 

Thank you. 

[The prepared statement of Ms. Simon follows:] 
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Mr. Chairman and Subcommittee Members: 

My name is Jacqueline Simon. I am the Public Policy Director of the American 
Federation of Government Employees, AFL-CIO, which represents 600,000 federal 
workers in 65 agencies across the country. 

Thank you for the opportunity to testify today on the matter of federal hiring reform. 
Reforming the federal hiring process has become an important issue because 
the baby boom generation is preparing to retire, and because the Obama 
administration is trying to restore in-house capacities in jobs that were improperly 
contracted out during the era of privatization. In their haste to simplify and 
accelerate the federal hiring process, however, some have proposed new 
policies that would undermine the Merit System Principles of free and open 
competition for federal jobs and weaken veterans’ preference. AFGE supports 
modernization, simplification, and reduction in the time it takes to hire and train a 
federal employee for a new job, recognizing that meeting these goals requires 
significant investment in human resources staff, not just administrative changes. 

In addition, AFGE will support only those measures that uphold the requirements 
of open competition and veterans’ preference. 

Although much emphasis is placed upon external candidates for federal jobs, the 
retention of current employees should also be a priority. Current employees 
often make the best candidates for federal job openings. The federal 
government’s policies should encourage the employees in whom it has already 
invested to look for career development possibilities within the government rather 
than outside it. 

The Obama Administration’s Hiring Reform Efforts 

Since June 2009, the Obama Administration has pursued several valuable strategies 
to expedite federal hiring. The first is to require every agency to establish SWAT 
teams to “map” current hiring processes in order to identify bottlenecks and 
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problems. The SWAT teams are also charged with rewriting job announcements 
in plain English. The second is to have similar agencies work together to share 
“best practices” in pursuing ail of the reform policies that emerge from the 
administration’s efforts. The third item involves additional training for hiring 
managers, and the last item involves establishing a mechanism to notify 
applicants of their status in the hiring process at four different points; when an 
application is received, when it has been assessed for basic qualifications, 
when it has been referred to a “selecting official” (or not), and when a final 
decision has been made. 

As you know, Mr. Chairman, last week President Obama issued his Presidential 
memorandum on hiring reform. AFGE is pleased to see this important matter receive 
such high-level attention. With regard to the specifics of the memorandum, we believe 
that efforts to engage operational managers more in the hiring process will undoubtedly 
lead to better and faster hiring decisions. In addition, it makes sense to eliminate 
mandatory KSAs for the initial application for a federal job. AFGE is reviewing the 
decision about moving to category rating instead of “rule of three.” While 0PM has 
assured us that category rating is a better tool for ensuring veterans preference than the 
rule of three, we will monitor this to ensure that there are no unintended consequences. 

We are disappointed, however, that the President has not used the memorandum to 
restrict the use of the Federal Career Intern Program (FCIP). Numerous agencies have 
been using the FCIP almost exclusively for new hires, evading competitive procedures 
and veterans’ preference in the process. While the Obama Administration has 
committed to evaluate the use of the FCIP, there is already ample evidence that the 
FCIP is on the verge of replacing the competitive service, as we will discuss later in this 
statement. If the hiring reforms the administration has presented are to have any 
relevance, the FCIP must be either repealed or vastly scaled back. We strongly urge 
the Obama Administration to scrap FCIP promptly so that its reformed competitive hiring 
with veterans preference can become the standard for the federal government. 
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Veterans’ Employment Initiative 

AFGE strongly supports the Veterans Employment Initiative established last November 
by President Obama. This is an excellent plan which will require agencies to develop 
operational plans for promoting employment opportunities for veterans, to 
establish veterans' employment offices to handle the responsibility, and to provide 
mandatory training to agency human resources personnel and hiring managers 
concerning veterans’ employment. But of course, the easiest and quickest solution for 
supporting veterans’ preference is to eliminate or drastically scale back the FCIP, which 
is a great impediment to veterans’ preference in hiring. 

Background 

AFGE applauds the Obama Administration’s decision to reverse the policy of the 
Bush Administration with regard to contracting out, especially for work that is 
inherently governmental, or closely related to inherently governmental. The 
urgent need to insource government work that was improperly contracted out has 
made hiring a top priority in many federal agencies. Coupled with the imminent 
retirement of thousands of federal employees from the baby boom generation, it 
is imperative that federal agencies have the resources and tools they need to fill 
many federal positions that will open up in the coming years. 

Hiring the next generation of federal employees is a serious undertaking. Those 
charged with the task have both a legal and social responsibility to conduct 
federal hiring in the most open, fair, and competitive way possible, and the plain 
fact is that openness, fairness, and competition take time. Federal agencies 
have a legal and moral responsibility to honor veterans’ preference. Internal 
candidates who were selected into career ladder positions must be given the 
opportunities they have been promised. Background checks, and in some cases, 
security clearances, have to be conducted. Information regarding education and 
prior employment must be verified. Working for a federal agency is not the same 
as working at a private firm, and it takes time to make sure an applicant meets 
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the standards and requirements our society expects the federal government to 
uphold. 

The problems with federal hiring are similar to those with federal procurement 
and have similar causes. The important lesson is that speed should not be the 
most important goal. The downsizing of the early 1 990’s eliminated tens of 
thousands of federal positions that had been assigned to enforce acquisition laws 
and regulations. Once those positions were gone and federal agencies had few 
employees left who were able to oversee the contracting process or force 
compliance, the speed and efficiency of what was left of the acquisition workforce 
soared. No more red tape - contractors could be hired in a flash, and no time- 
consuming competitions or scrutiny could slow anybody down. 

The Bush Administration set the stage for a similar debacle in federal hiring 
through its Lines of Business Initiative that centralized and privatized almost all 
federal human resources functions. All federal agencies were required to 
outsource their human resources functions to “centers of excellence" selected 
and certified by the Office of Personnel Management (OPM). Even those that 
were nominally located within federal agencies were mostly contracted out. The 
rationale was that “back office functions” like human resources were not core to 
any agency’s mission, and should be handled by third parties that excelled at the 
function. The result, however, has been a system that makes it very difficult to 
hold a true open competition for a job. 

Federal Career Intern Program (FCIP) 

The Federal Career Intern Program (FCIP) is the federal government’s most ubiquitous 
and problematic special hiring authority. The FCIP is essentially a direct hiring program 
that bypasses open competition and veterans’ preferences, and circumvents career 
ladder promotions opportunities for the incumbent workforce. The program was 
established by Executive Order 13162 on July 6, 2000 as an excepted service hiring 
authority under the oversight of the Office of Personnel Management (OPM). As an 
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excepted service hiring authority, the FCfP gives agencies enormous discretionary 
authority to hire employees without using the competitive hiring process or the public 
notice processes ordinarily required by Chapter 33 of Title V of the United States Code. 
AFGE strongly objects to the federal government’s continued use of the FCIP because 
agencies have embraced it to such a degree that it has nearly superseded the 
competitive service, and because it has become a preferred vehicle for favoritism. 

The ostensible purpose of the FCIP was, originally. To attract exceptional men and 
women to the Federal workforce who have diverse professional experiences, academic 
training, and competencies, and to prepare them for careers in analyzing and 
implementing public programs.” Based on reports from our members, however, 
agencies have strayed from this purpose by using the FCIP as a closed hiring system 
that does not reach many qualified members of the American public or current federal 
employees. AFGE does not believe that the federal government can succeed if its 
primary hiring process evades the open competition requirements set forth in the Merit 
Systems Principles or that operates outside the bounds of simple fairness in hiring. 

It was for this reason that when the FCIP was initially established, our union 
immediately expressed the concern that the FCIP would obliterate the rule of 
competitive hiring. At that time, 0PM responded to this concern by asserting that the 
FCIP was only part of a series of improvements that 0PM intended to make to the 
Federal hiring process. Ten years later, with much damage already done, we continue 
to receive the same message from OPM. 

In the meantime, federal agencies such as the United States Border Patrol, the 
Department of Homeland Security’s Citizenship and immigration Services and the 
Social Security Administration have used the FCIP as the almost exclusive hiring 
authority for thousands of newly hired employees. Indeed, according to a 2007 report 
prepared by the Government Accountability Office (GAO), in both 2005 and 2006 the 
Department of Homeland Security used the FCIP more than any other recruitment tool 
when compared to the number of new permanent hires. Based on these numbers, it 
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seems clear that FCIP hiring has extended well beyond the limited number of 
professional, scientific and administrative positions that it was initially intended to cover. 

Moreover, the ever-increasing rise in FCIP hires flies in the face of advice issued by the 
Merit System Protection Board (MSPB) that cautioned federal agencies, “against 
practices - such as using the FCIP as the sole or primary means of filling a particular 
type of job, combined with heavy reliance on recruiting methods that restrict the pool of 
applicants - that have the cumulative effect of limiting citizens’ access to job 
opportunities." The MSPB summarized by advising that, “[ejxceptions to fair and open 
competition that are legitimate and reasonable on a selective basis are problematic if 
they become standard practice.” 

AFGE believes that federal agencies looking for an easy way out of the responsibility to 
honor veterans’ preference and open competition have subverted the purpose of the 
FCIP. The FCIP now represents the unrestricted use of a hiring authority that is 
extremely subjective, and grants managers a degree of discretion that should not exist 
in the federal government. Further, managers have total control over new employees 
hired under FCIP, because they have no procedural due process protections, such as 
adverse action appeal rights, and suffer a probationary period that is double the length 
of new employees hired under competitive processes. The United States Court of 
Appeals for the Federal Circuit lent persuasive support to this criticism just last year 
when it invalidated OPM's regulation governing the pass-over of veterans’ preference 
eligible individuals for positions in the excepted service. Gingery v. Department of 
Defense, 550 F.3d 1347, 1353-54 (Fed. Cir. 2008). The G/ngrery Court found that the 
Defense Contract Audit Agency’s use of OPM’s regulation to pass over Mr. Gingery for 
positions in the FCIP violated his statutory veterans’ preference rights. 

Combined with the FCIP’s lack of transparency, the above problems have turned the 
FCIP into a step backward from the basic civil service protections first introduced by the 
Pendleton Act in 1883. AFGE has urged the Obama Administration to take immediate 
action to eliminate the FCIP, limit it to a small number of positions, or revise the 
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program significantly in order to strike a more appropriate balance between the need for 
hiring flexibility and the imperative to uphold the principles of transparency and fairness 
in federal hiring. At an absolute minimum, AFGE has urged a strict limit on the number 
of appointments available in any given fiscal year, and we ask this committee to enact 
such a limit. A limit on the number of available FCIP appointments would preserve 
merit-based hiring by ensuring that Federal agencies and departments would not 
succumb to the temptation to evade their responsibilities under the Merit System and 
the law relating to veterans’ preference. 

AFGE is extremely sensitive to agencies’ pleas with regard to expedited hiring, 
especially in the context of insourcing jobs that were inappropriately outsourced in the 
last decade. With the recognition that each Full Time Equivalent position (FTE) 
insourced saves the federal government approximately $40,000 per year, according to 
Department of Defense estimates, the financial motivation to insource is substantial. It 
has become routine for agencies to complain that the competitive hiring process is 
cumbersome and time-consuming, and use this as an excuse either to resist or delay 
insourcing, or to revert to non-competitive hiring processes such as the FCIP. AFGE 
does support the Administration’s efforts to modernize and expedite the competitive 
hiring process, and we are hopeful that with the proper training and resources, 
managers at agencies throughout the federal government will make use of the more 
user-friendly procedures to uphold the merit system and veterans’ preference and hire 
competitively. 

Pay Gap 

Another source of difficulty in federal hiring is the persistent gap between federal 
and non-federal pay. Politicized pay for performance schemes and below market 
salaries have hurt both recruitment and retention. For the General Schedule 
(GS) and the Federal Wage System (FWS), successive administrations have 
refused to follow the law with regard to market comparability even during periods 
when the budget was in surplus and the economy was at full employment. And in the 
past three years, the size of the measured pay gap between federal and non-federal 
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salaries has actually grown according to the Federal Salary Council and the President’s 
Pay Agent. The reason for its growth is in part because full comparability raises have 
not been implemented, and also because the Salary Council has adopted a more 
detailed and accurate measure of the gap, one that includes far more actual job 
matches between the private and federal sectors. The new measurement includes jobs 
at various supervisory levels, and far more professional and technical jobs. Thus it has 
provided a truer, richer and more relevant picture of how much federal salaries lag 
behind those in the private sector. 

Unfortunately, President Obama’s FY 201 1 Budget proposed to eliminate the Bureau of 
Labor Statistics (BLS) data survey that has been used to measure the pay gap. 

Instead, he has proposed that the BLS perform econometric procedures on data from 
another survey in order to approximate the pay gap measurements that had resulted 
from the actual federal job match survey. We urge you to reject the President’s budget 
proposal regarding this important pay data. Federal pay is an important component of 
the government’s ability to recruit and retain the workforce it needs to carry out its 
responsibilities. The BLS has a statutory obligation to provide data on the pay gap and 
measures of federal vs. non-federal pay comparability, and we believe that the 
President’s budget proposal would greatly undermine the quality of those measures. 
The pay gap cannot be ignored in any discussion over the obstacles to 
federal hiring, and all should understand that closing the gap requires the ability to 
gauge its size accurately and reliably. 

Advertising for Recruitment 

AFGE has long argued that civilian agencies should begin to emulate the armed 
forces in terms of advertising for recruitment. The commercials for the Army, 

Navy, and Marines are compelling, professionally produced and placed on the air 
at times when they are likely to have the greatest impact, greatly enhancing the 
military’s ability to recruit. In contrast, federal agencies have generally been limited to 
using relatively inexpensive media and placing their on-air advertisements at 
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inauspicious times, with predictable results for civilian hiring. However, we have recently 
seen excellent commercials during prime time for professional health care jobs in the 
Department of Veterans Affairs. We urge other agencies to follow the VA’s example. 

The 2009 Federal Hiring Process Improvement Act (S.736) 

In March 2009, Senators Daniel Akaka (D-Hawaii) and George Voinovich (R-Ohio) 
introduced the Federal Hiring Process Improvement Act, a bill designed to 
streamline the federal hiring process. The bill’s highlights include elimination of 
the “knowledge, skills, and abilities” essays in federal job applications, the 
requirement that job announcements be written in “plain” language, and the 
development of a centralized database of applicants that could be accessed by 
many agencies. It would encourage agencies to accept resumes and cover letters as 
initial applications for federal jobs, and would require agencies to include in their 
strategic workforce plans short- and long-term plans for general hiring, and the hiring of 
“qualified candidates from diverse backgrounds.” 

One potentially harmful aspect of the bill is its repeated reference to “targeted 
applicant pools.” Although the bill includes language promising that the 
“targeting" it requires will not supersede public notice requirements, it is difficult 
to believe that the targeting process described will not have that very effect. For 
example, if the bill’s provisions are followed and agencies “target applicant 
pools... before posting job announcements,” and “clearly and prominently display 
job announcements in strategic locations convenient to” the targeted applicants, 
and “seek to develop relationships with targeted applicant pools to develop 
regular pipelines for high quality applicants" how will it be possible to uphold the 
principle of free and open competition? How will an applicant fare who is not a 
member of the targeted applicant pool? How will a potential applicant who is at a 
geographic or social remove from the targeted pool find out about the position? 

How will incumbent federal employees who are planning, training, and othenvise 
preparing themselves for transfer or promotion into new positions be viewed 
relative to candidates from the ‘largeted pool?” 
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Targeting an applicant pool may be efficient and might even be considered 
“simple,” but it is not fair to those not in the targeted pool. Why, for example, 
should graduates of a good program at one university be given any advantage 
over graduates of a good program at another university? in addition, the bill 
makes submission of materials such as transcripts, proof of veterans status, and 
professional certifications optional “unless necessary to complete the application 
process” which seems contradictory. They are either necessary or not, and we 
believe that they should be considered necessary. In recent years, there have 
been too many federal managers who have won their positions by using falsified 
documents and fake credentials, and we believe that the requirements regarding 
proof of educational and professional attainment should be strengthened rather 
than weakened. 

S. 736 is a well-intentioned effort to ease and expedite federal hiring. However, 
its provisions regarding “targeted applicant pools” are dangerous with regard to 
the principles of open competition and veterans’ preference. The “plain 
language,” the resume and cover letter to replace “knowledge, skills, and 
abilities” essays, and the centralized database of candidates are all excellent 
ideas that AFGE supports. But even these positive actions will not be sufficient 
to expedite hiring if agencies are not provided with adequate funding for human 
resources staff to utilize these new tools. 

That concludes my statement. I will be happy to respond to any questions. 
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Mr. Connolly. Thank you. I know we are going to return to that 
question. Thank you, Ms. Simon. 

Mr. Holway. 


STATEMENT OF DAVID HOLWAY 

Mr. Holway. Congressman Connolly, I thank the committee for 
the opportunity to testify today. 

The Federal Government is in dire need of hiring reform. The 
current hiring process used by Federal agencies is cumbersome, 
confusing, and slow. Vacancies often take 6 months or more to fill. 
Those who do attempt to apply for Federal positions are often baf- 
fled by unique requirements or apply and never hear back from 
agencies again. 

To call the Federal hiring process frustrating would an under- 
statement. The outcome of this process is predictable. Federal 
agencies often fail to attract the best possible candidates. This fail- 
ure ultimately affects agency productivity and minimizes the value 
Federal agencies provide to the American people. 

I believe our country is at a crossroads where hiring reform has 
never been so critical. An improved Federal hiring system can help 
alleviate two major crises. The first is the economic downturn. The 
members of this subcommittee know well what this economic 
slump has done to our country’s work force. Unemployment is hov- 
ering around 10 percent. Even though some seem to think we may 
be turning the corner in this recession, many American workers 
have not begun to feel real improvement. 

I do not need to tell you that times are tough out there. You see 
it in your districts every day. We need jobs. People want to work. 

You can help put Americans back to work through your efforts 
on this subcommittee by highlighting Federal hiring reform. 
USAJOBS.gov, an online clearinghouse for Federal jobs, had 40,000 
vacancies listed last week. These are good-paying, budgeted jobs, 
but the time is short and between posting vacancies and filling 
them tens of thousands of Americans will be put back to work. 

The second crisis we face is not as visible but it is just as real 
and has been discussed today. Baby Boomers are reaching their re- 
tirement years. Federal Government demographics indicate that 
agencies will begin to experience a tidal wave of retirements. Qual- 
ity applicants simply will not wait 6 months. People deserve a 
streamlined hiring process that is respectful to applicants. 

NAGE is encouraged to see the White House and 0PM take in- 
terest in this critical issue. Last week President Obama issued an 
Executive Memo to Federal agencies instructing them to make 
much-needed reforms to their hiring processes. It is clear that the 
administration has an appreciation for the fact that the workers 
are what make Federal agencies perform effectively. 

The Federal Government simply cannot function without a 
knowledgeable, motivated, and skilled work force. Finding the right 
people with the right skills in a reasonable period of time is critical 
to recruiting and maintaining that work force. 

I want to talk about how the cumbersome Federal hiring process 
impacts the agencies where we have members. The VA health care 
providers. Federal police, and emergency service workers are the 
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people I want to talk about. Failing to fill critical vacancies in 
these areas can be a matter of life and death. 

The VA estimates it will need to hire over 40,000 health care 
workers within the next few years. VA hospitals need a hiring proc- 
ess that does not delay the delivery of care to veterans. A shortage 
of nurses often leads to unsafe patient-to-staff ratios, which has 
shown to adversely impact patient outcomes. Our veterans deserve 
better. 

DOD projects that more than half of the police officers guarding 
our military facilities will need to be replaced within the next few 
years. We need to be able to replace these Federal police officers 
in a timely fashion or we risk experiencing a lapse in security at 
these installations. The possibility of such a mistake is unaccept- 
able. 

Regarding the White House’s emphasis on hiring reform, we be- 
lieve President Obama and 0PM Director Berry are moving in the 
right direction, but, as they say, the devil is in the details. Their 
plan is good, but it will not be a success unless all the agencies are 
committed and diligent about implementing this plan directly. It is 
also critical that reforms do not undermine the merit systems prin- 
ciples or weaken veterans’ preference. 

Regarding some of the specifics, we applaud the elimination of 
lengthy knowledge, skills, and abilities essays. We view favorably 
the abolishment of the arbitrary rule of three. We applaud the re- 
quirement to tell applicants where they stand at four points during 
the application process. We approve of bringing operational man- 
agers and supervisors into the hiring process early and more fully. 
And we are pleased that the administration is taking steps to re- 
view the Federal career internship program and potentially reduce 
the Government’s reliance on it. 

Thank you. 

[The prepared statement of Mr. Holway follows:] 
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Mr. Chairman and Members of the Subcommittee: 

On behalf of the National Association of Government Employees 
(SEIU/NAGE), and the more than 100,000 workers we represent, including more 
than 50,000 employees of the federal government, 1 would like to thank you for 
the opportunity to testify before the Subcommittee about transforming the federal 
hiring process. 

The federal government is in dire need of hiring reform. The current 
process that is used by federal agencies is too cumbersome, too confusing, and 
takes too long for the process to be completed. The unfortunate result is that 
federal agencies often fail to attract the best possible candidates for the available 
positions. This ultimately hurts agency productivity and the value federal 
government agencies provide to the American people. 

At no point in decades has hiring reform been so critical. Our country is 
currently faced with two major crises that an improved federal hiring system can 
help alleviate. The first Is the economic crisis our country, and nations 
throughout the world, are facing. Do to the economic downturn, unemployment 
stands at 9.9 percent. Although some of the early indicators suggest we may be 
turning the corner on the biggest recession this country has seen since the Great 
Depression, American workers have not really begun to see the jobs landscape 
improve all that much. Times are still tough out there. We need jobs. 

But an improved federal hiring system can help put Americans back to 
work. The federal government currently has tens of thousands of vacancies that 
are unfilled. At any one time, USAJobs.com has 40,000 vacancies listed. These 
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are good-paying jobs that are already on the books and have already been 
appropriated for. They are just sitting there waiting to be filled. If we can shorten 
the time it takes for a vacancy in the federal government to be filled, we can put 
tens of thousands of Americans to work, at a time when this country needs it the 
most. This is very low-hanging fruit. 

The second crisis we are facing is not as visible, but just as real. The 
federal government is going to experience a tidal wave of retirement in the 
coming years. Baby boomers are becoming eligible for retirement, and the 
federal government will be hit harder than other sectors of the workforce. The 
federal government needs to be prepared to expeditiously replace the workers 
that it is going to lose. We simply cannot allow for it to take six months or more 
to fill critical vacancies. The federal government will not be able to function this 
way. Federal hiring reform needs to happen in a matter of months, not years. 

SEIU/NAGE is very pleased to see the White House and the Office of 
Personnel Management (0PM) take interest in this critical issue. Just last week, 
President Obama issued an executive memo to federal agencies instructing them 
to make some much-needed reforms to their hiring processes. It is clear that the 
Administration has an appreciation for the fact that the workers are what makes 
federal agencies perform. The federal government simply cannot function 
effectively without a knowledgeable, motivated workforce. Finding the right 
people, with the right skills, in a reasonable period of time, is critical to recruiting 
and maintaining that workforce. 
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The Need is Great 

Hiring reform is necessary now. The Baby Boom Generation is reaching 
or already at retirement age. The Merit Systems Protection Board (MSPB) called 
the impending wave of retirement a “crisis" in its 2008 report on hiring. The 
retirement wave is in addition to a natural rate of turnover that occurs at federal 
agencies. It is a very serious concern for which the federal government must 
prepare. 

Among the more than 50,000 federal employees represented by 
SEIU/NAGE many are employed in the nursing, police, and emergency service 
fields. Having enough workers on call in those critical professions can literally be 
a matter of life and death. 

The Department of Veterans Affairs estimates it will need to hire over 
40,000 health care workers within the next couple years. Delays in hiring could 
render the VA ill-prepared to provide quality care to veterans. A shortage of 
nurses can cause unsafe patient-to-staff ratios at our VA hospitals, and high 
patient-to-staff ratios have proven in numerous studies to adversely impact 
patient outcomes. We need to be able to hire expeditiously at the VA. 

The Department of Defense projects that more than half of the police 
officers guarding our military facilities will need to be replaced within the next two 
years. We need to be able to replace these federal police officers in a timely 
fashion, or we risk experiencing a lapse in security at our Defense installations. 
We must be able to hire expeditiously to replace federal police officers. 
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The Obama Administration’s Efforts on Hiring Reform 

SEIU/NAGE believes that President Obama and 0PM Director John Berry 
are moving in the right direction w/ith hiring reform, but we will wait until their 
initiative has been implemented before we will form our full opinion on the effort. 
The outline of their plan is good, but it will take follow-through by the agencies to 
be a success. We hope very much that the Administration's hiring reform will 
accomplish some of the program’s key goals, and we stand ready to help the 
Administration make their plan work. 

The American people deserve an effective hiring system. Today, hiring 
federal workers takes too long. It takes an average of about five months to fill a 
federal vacancy. That is way too long a period of time. The hiring process is 
also very difficult to navigate. The federal hiring process is foreign to most 
applicants that have not held a previous position in the federal government. 

Many well qualified applicants give up before finding a suitable job. This limits 
the pool of applicants to only the most determined. SEIU/NAGE shares the goal 
of implementing reforms that will enhance the federal workforce and the services 
they provide the American people. 

Resume-Based Hiring 

SEIU/NAGE applauds Director Berry's move toward a resume-based 
hiring system. The lengthy “knowledge, skills, and abilities (KSAs)” essays will 
be a thing of the past, and in our opinion, they will not be missed. KSA are used 
by very few employers outside of the federal government. They have been a 
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nothing more than barrier toward getting the best candidates for federal 
positions. A resume-based application, which is far more appropriate for hiring in 
this day and age, will suit the federal government far better. 

Category Hiring 

The White House proposal to abolish the “rule of three” could also 
streamline the hiring process. Being arbitrarily forced to narrow the choices to 
just three candidates both delays the process and excludes many highly qualified 
candidates from consideration. Opening consideration to a larger number of 
“well qualified” applicants will allow better hires to be made more quickly. 
However, managers will have to be properly trained to ensure that the reformed 
process is fair and open. 

Bringing in Managers 

Bringing operational managers and supervisors into the hiring process 
earlier and more fully is common sense change that will potentially improve the 
hiring system substantially. It is often difficult for Human Resource officers to 
fully understand the details of work performed in the field. Bringing in people 
who are more involved with and responsible for the services an agency provides 
will almost definitely lead to better and faster hiring decisions. 

As I mentioned, managers will need to be well trained in changes to the 
hiring process. SEIU/NAGE will be monitoring training programs as reforms are 
implemented. We also hope that details of the training will be a part of the 
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reports President Obama has ordered agencies to produce by November 1 of 
this year. It is easy to see how a lack of proper manager training could result in a 
less fair and open hiring process. Legislation may be necessary to ensure that 
such training takes place. 

Insourcing 

Over the past decade, too many federal jobs have been outsourced to the 
private sector. Creating an easier and faster hiring process will promote 
insourcing. Agencies will often use the difficulty and length of the competitive 
hiring process to delay insourcing. Reforming the hiring process will render such 
excuses invalid. Bringing formerly outsourced jobs back under the public sector 
will save money. The Defense Department has estimated it will save an average 
of $44,000 for every federal position that is insourced. This is an important 
consideration in light of the federal deficit our nation has experienced in recent 
years. 

Federal Career Intern Program (FCIP) 

With all of the problems and delays in the current hiring process it is no 
surprise that many agencies use the Federal Career Internship Program (FCIP) 
to fill vacancies. A 2008 report from the MSPB found that the FCIP had become 
the preferred method of hiring entry level employees. The direct hiring authority 
granted by FCIP allows managers to bypass the current process and place pre- 
selected candidates quickly and with little oversight. SEIU/NAGE believes this 
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program is too often used to bypass competitive selection and veterans 
preferences. We are pleased that the Administration has taken steps to examine 
FCIP more closely. We hope that the reforms we are discussing today will help 
move toward limiting the government’s reliance on the FCIP. 

Conclusion 

SEIU/NAGE welcomes a faster, more open, and friendlier federal hiring 
process. I greatly appreciate the Subcommittee’s decision to hold this hearing. I 
thank the Subcommittee for the opportunity to provide this testimony. 
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Mr. Connolly. Thank you, Mr. Holway. I feel like I am back 
home. Thank you very much. 

Mr. Holway. I’m sure you understood some of what I said. 

Mr. Connolly. I want the thank you all for your testimony. I see 
our chairman has returned. 

Just a word of caution. Votes are about to be called, and I think 
we have four votes, so we are going to have to probably at some 
point interrupt, and I would urge everyone to be concise in their 
answers so we can try to get in as much as we can. 

Before I return the gavel to Mr. Lynch, let me just ask Mr. 
McManus, Mr. Crosby, and Ms. Gilman, we have worked with you 
and your respective organizations on the Internship Improvement 
Act, which is not about FCIP. I want to give you an opportunity 
briefly just to expand on why you support that act. 

Mr. McManus. Again, I think from the Partnership for Public 
Service’s standpoint, as I mentioned before, first, it gives data to 
Federal agencies on what is working and what is not working. How 
are they converting interns? How are they using interns? Are the 
internship experiences worthwhile both for the intern and for the 
agency, itself? 

Second, I think the establishment of the data base that collects 
the intern candidates across Government does, in fact, provide 
what I term to be a ready-made pool of candidates for long-term 
Federal service. 

And then, finally, it really is imperative, in our estimation, that 
some conversion authority remain in there. Again, with an intern- 
ship there is no better way to assess a candidate for an internship 
or a long-term position than to actually see them do the job and 
to observe in action both their work and their work habits. 

Mr. Crosby. I agree with all that. The only thing that I would 
add is the clarification of understanding what internship programs 
are. In this case we are talking about for students. Were the lan- 
guage clear, as this legislation is proposing, we wouldn’t have the 
kinds of controversies that we have with FCIP now. 

Ms. Gilman. And that is something that NTEU was initially con- 
cerned about, the definition of intern, especially based on the 
abuses of the Federal Career Intern Program. As long as we are 
dealing with students or recent graduates, we have no problem 
with limited programs that don’t use competitive hiring to attract 
students to the Federal Government, and we have had a good time 
working with you and your staff on your legislation to ensure that 
is what that would do. 

Thank you. 

Mr. Lynch [presiding]. Thank you. 

I apologize for having to run out. 

I do want to just offer a special welcome to President Holway, 
who has been a long-time friend and head of NAGE back in Massa- 
chusetts, and also Dean Crosby, who also serves our University of 
Massachusetts. 

I appreciate all of the witnesses’ input, but I have two local wit- 
nesses here today. 

Let me just ask, I know that, Ms. Gilman, in your testimony you 
raised concerns about the tendency to circumvent the competitive 
hiring process, and especially the impact that might have on voter- 
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ans’ hiring. I wonder if you could just amplify a little bit? I share 
that concern, just looking at the whole framework, and I am sure 
you were here for Director Berry’s testimony. But you see it day 
to day, and my fear is just conjecture, I guess, at my level, but 
could you just expound on that a little bit? 

Ms. Gilman. Yes. We have seen it in many of the agencies where 
we represent employees. I believe Ms. Simon also mentioned it at 
DHS, in particular. They are hiring almost all incoming employees 
through this intern program. 

Some of the people that we represent at DHS, Customs and Bor- 
der Protection officers. Border Patrol agents, they are not interns. 
They go through Federal law enforcement training, 6 months of 
training in some instances. They carry guns. They are not interns 
and they are not hired with anybody thinking that it is a tem- 
porary position. They are not students. They are not recent grad- 
uates. 

NTEU has actually been involved in three different legal chal- 
lenges to the FCIP, including two on behalf of veterans that were 
passed over in using the FCIP process, and we do think that agen- 
cies are using it at least partially to avoid veterans’ preference. 

I think that there was some mention of looking at this program 
at the facts around this program, not just anecdotes, and I think 
that the facts are there. The explosion in the use of it, the fact that 
we have been very successful in the preliminary stages of our law- 
suits on the fact that it is not following merit principles and apply- 
ing veterans’ preference, and the numb^er of agencies that are turn- 
ing to it. 

I believe part of the reason is because there are problems with 
the competitive hiring system that needs reform. But let us reform 
that. Let’s not go to this other system and use it to completely cir- 
cumvent competitive hiring and discriminate against veterans’ 
preference in the process. 

Mr. Lynch. Thank you. 

That is a call for votes. Fortunately, however, the first vote is the 
naming of a post office. Just for the record, it is the Michael C. 
Rothburg Post Office in Sharon, MA, and I am going to go on the 
record right here saying that I fully support the naming of that 
post office in honor of Michael C. Rothburg. The bill is offered by 
Representative Barney Frank, my friend, so I will leave it at that. 
That will save us about 40 minutes by me not leaving and coming 
back, so I think we can proceed. 

I will accept that privilege for myself, and I am going to yield 5 
minutes to Mr. Connolly, who is going to probably have to make 
this vote. 

Thank you. 

Mr. Connolly. I can’t miss the naming of a post office in Shar- 
on, Mr. Chairman. Thank you very much. 

Mr. McManus, maybe I can start with you. We have heard testi- 
mony here, and certainly we have heard it elsewhere, that what- 
ever the good intentions with the creation of FCIP, it has been 
abused. It has been used to circumvent the system. It has been 
used for non-competitive hiring. It has been used for favoritism. It 
has even been used for nepotism. I was at a Federal agency the 
other day where I heard legion complaints about that practice by 
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a palace guard surrounding the Secretariat, both in the previous 
administration and still there now. 

Fair criticism? And what should we do about it? 

Mr. McManus. Again, our stance is that we really need to take 
a deep look at it and see what works with it and what doesn’t work 
with it. 

Ultimately, Representative Connolly, you are my Representative 
here in the House. 

Mr. Connolly. And you are a wonderful person. 

Mr. McManus. I take Metro in every day along the Orange Line 
and I get to see how many people don’t have at least two people 
in their car during HOV. Our solution to that isn’t to shut down 
HOV during rush hour, which would prohibit good, quality workers 
from getting to work and strand people outside of the box. Our so- 
lution to that is enforcement where there are violations. 

I think certainly one of the things that we have to take a better 
look at is: have we been enforcing where violation has actually 
taken place? Is that the response to FCIP? Or is it simply to say 
this isn’t working, people are violating, and therefore we make it 
available to no one, even those who are using it, applying veterans’ 
preference as it is supposed to be applied, and again using it in 
good faith. 

Mr. Connolly. Mr. Embree, that segues nicely into your testi- 
mony. You testified that if you took away Homeland Security, the 
Defense Department, and Veterans Affairs and you looked at the 
remainder of the Federal work force, fewer than 10 percent of the 
employees of that remainder are, in fact, veterans, which would 
suggest, you suggested, that some circumvention of veterans’ pref- 
erence is going on. 

How would you correct that, and what do you think we ought to 
do about it? 

Mr. Embree. Thank you very much, sir. Actually, the numbers 
don’t lie. The fact of the matter is it is a larger problem than just 
people abusing the FCIP. What it is is there is a lack of trans- 
lation. A lot of times when you hear folks talk about hiring a vet- 
eran they say the veteran will be on time, they will be dressed 
well, they will be respectful, and they won’t do drugs. 

As a veteran, I find that insulting because, yes, I will be on time, 
I won’t do drugs, I will dress well, but I also have management 
skills. I learned how to work within a budget when I lead Marines. 
And any platoon sergeant, squad leader, company commander, they 
have more management experience than the average small busi- 
ness owner. These folks manage not just their 5-day work week; 
they manage 7 days a week for these folks, not just the individuals, 
their whole families, be it their housing, their pay, their food. 

So what the problem comes down to is a lot of these hiring folks 
throughout Federal Government don’t understand that. They see 
veterans’ preference as an extra weight to put on their shoulders 
during the hiring process. They don’t see the assets that these vet- 
erans bring to the table. I think that is a major problem. A major 
problem, it is just a major level of ignorance across the board. 

As veterans, that is partly our responsibility, too. We need to 
learn the buzz words. We need to learn how our skills translate 
over. But at the same time, the Federal Government, the amount 
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of money that is wasted by not reinvesting in our veterans and 
bringing them back into the fold of public service is just mind- 
numbing. So it needs to fall on Federal Government as well as the 
veteran community, as well as the business community. 

So right now the strategic plan out there is a good start. We feel 
the VSO community, not just JAVA but all of the VSO community, 
must be a part of this process to make sure we are telling folks 
these management skills and these business skills that veterans do 
bring to the table. 

Mr. Connolly. Thank you. My time is almost up, Mr. Chairman, 
but if I had a little bit more time I would probably ask Mr. Holway 
whether there are best practices in State and local governments 
and in the private sector that you think the Federal Government 
could benefit from in terms of the quality of hiring and the process 
of hiring. 

Mr. Holway. I think the real question here is the enforcement. 
The President has outlined a program, and the problem actually is 
the middle managers, the career middle managers who won’t im- 
plement the program as we see it. So as long as Director Berry 
puts in place a program to make sure the people follow the lead 
of the President and 0PM, I think we will be way ahead of it. 

As far as veterans’ hiring is concerned, in Massachusetts, we 
have a veterans’ preference, so if there is a Civil Service exam, the 
veterans go to the top of the list. Disabled veterans actually go 
above them. And they are not given the point system that was 
talked about earlier. 

I really think the president and the Director are on to something 
here. What we want to do is give them as many tools as possible 
to fill these jobs in an expeditious manner with the best possible 
applicants to fill the jobs so we can deliver services to the Amer- 
ican people. 

Mr. Lynch. OK. Thank you. 

President Holway, just following up on that, you were saying ear- 
lier on, because you have been in office for a number of years, you 
have seen what has transpired. 

Mr. Holway. Incumbency is a wonderful thing, Mr. Chairman. 

Mr. Lynch. What is that? 

Mr. Holway. Incumbency is a wonderful thing. 

Mr. Lynch. It is. It is. The longer I am here, the more I appre- 
ciate seniority. 

Mr. Holway. If I remember correctly, the first time you ran you 
said, give a young man a chance. And now you are saying, experi- 
ence counts. 

Mr. Lynch. That is right. That is right. 

You have been able to see, at least over the past 16 years, where 
we have had these problems and they have not been addressed. No 
one has really attempted to tackle this thing, and now here is 
President Obama and Director Berry. I give them great credit. 

What do you see as the key? I mean, you mentioned enforcement. 
I know in Massachusetts you have veterans’ preference but you 
also have veterans’ agents in every single town that inform the vet- 
erans about what their rights and opportunities might be, and then 
in government you also have veterans’ agents there at the agencies 
that are protecting those preferences. Is that something that you 
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are seeing nationally, or is it something we are going to have to 
pay greater attention to? 

Mr. Holway. I think what Director Berry said earlier was that 
each of the agencies are going to have somebody that is charged 
with overseeing veterans being placed in these positions. In Massa- 
chusetts at all the job centers there is a veteran who is assigned 
to helping veterans find those jobs, be they public or private. But 
I think that the administration is on to something here, to give 
somebody the responsibility to just do that. 

Mr. Lynch. All right. 

Mr. Holway. To make sure the veterans have a shot at these 
jobs and that those numbers that were spoken about earlier of 8 
or 10 percent do, in fact, climb up to approach where the Depart- 
ment of Defense is and the VA is. 

Mr. Lynch. All right. 

Ms. Simon, thank you for your testimony here today. Tell me a 
little bit about how the Federal Career Internship Program [FCIP], 
is implemented at DHS. How does that work? 

Ms. Simon. Well, in preparing for today’s hearing, I found on the 
U.S. Marshal Service Web page a job announcement for deputy 
U.S. Marshal positions, and it says here, “The U.S. Marshal Serv- 
ice is currently limited to hiring individuals under the following 
programs,” and it is two career programs, FCIP and the centralized 
student career experience program. In other words, the agency was 
hiring exclusively under essentially FCIP. 

I think it is very difficult. Obviously, the people we represent 
right now are already hired into the Federal Government, but a lot 
of them are veterans. We don’t know exactly the number of our 
membership that are veterans, but we estimate something close to 
40 percent, and even more than that in certain agencies. Obviously, 
DOD, DVA, and DHS. 

Mr. Lynch. Is that residual? I mean, obviously since September 
11, 2001, we consolidated a bunch of agencies. 

Ms. Simon. Yes. 

Mr. Lynch. We actually started doing more robust security, so 
there was hiring at the borders, hiring at the airports. So is the 
percentage of veterans in place, is that residual and we have de- 
parted from that now? 

Ms. Simon. I don’t even know the answer. 

Mr. Lynch. OK. 

Ms. Simon. It is an estimate of our current membership. But it 
is just that what I wanted to say was that FCIP inhibits career de- 
velopment opportunities for those veterans, as well, either lateral 
moves or opportunities for promotion, in the same way that veter- 
ans who are outside the Government are having a hard time get- 
ting in because of limited advertisement of jobs through FCIP. Peo- 
ple who are already Federal employees who have been preparing 
to make a move upward or sideways or wherever are inhibited be- 
cause these jobs are reserved for FCIP, and our members aren’t 
given the opportunity to compete or have their veterans’ status 
count for anything in their effort to improve their situation. 

We hear it throughout DHS. We hear it in the Social Security 
Administration. And I think it was Director Berry who cited data 
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saying that a lot of people who are veterans have been hired under 
FCIP, and we hear that from our Border Patrol Council. 

But that is in some ways beside the point. The fact that it is per- 
fectly legal to evade veterans’ preference within the FCIP is the 
problem. We want to make it impossible to evade veterans’ pref- 
erence except in very extraordinary circumstances. 

There is nothing illegal necessary, or maybe there will prove to 
be something illegal about exercise of the authorities under the 
FCIP, but there are clearly shortcomings when they are capable of 
using it to avoid the application of veterans’ preference. 

Mr. Lynch. Yes. 

I could understand, as you say, there are examples of particular 
individuals, and especially if they deal with policy, that have very 
exacting requirements. I could see that an individual agency might 
say this particular position or these positions, this hand full of po- 
sitions need to be filled with such exact requirements that it may 
require them to go outside the competitive practice. But what we 
are seeing is thousands, tens of thousands of people brought in 
through a process that is completely ignoring the veterans’ pref- 
erence that we have put in place. It is ignoring the law. 

Ms. Simon. It is ignoring veterans’ preference, but I think just 
logically we have a hard time understanding, if your requirements 
are such that you need someone who is truly extraordinary, the 
truly extraordinary people are going to survive the competitive 
process. In fact, they are the ones who will excel in the competitive 
process. 

Mr. Lynch. They are. Yes. 

Ms. Simon. So FCIP is, we think, a way of really avoiding the 
merit system principles and veterans’ preference, not necessarily to 
hire the most excellent candidates, but just to do things quickly 
and simply and not take the time to do what is required of a public 
entity like the Federal Government and make sure that you have 
open competition, open advertisement so that everyone in the 
American public has an equal chance of competing for these jobs. 
That is how you really get the best Federal worker. 

Mr. Lynch. Very good. 

Mr. Embree, I have spent a fair time myself with our men and 
women in uniform in Iraq and Afghanistan, and they are probably 
the most wired group in terms of being on the Internet. I get the 
e-mails all the time. We have instantaneous connection with our 
troops in the field. So this would seem to be a perfect opportunity. 

I have an opportunity to sit with members of our armed forces 
overseas, and oftentimes when they are 6 months away or 4 
months away from redeploying back to the States they are ques- 
tioning me about what opportunities there are back home. They are 
worried about getting back in their home lives, getting back to 
work. 

This would seem like a perfect opportunity for us to create that 
connection for them while they are still in Afghanistan, while they 
are still in Iraq, anticipating coming home or even if they go back 
to Fort Drum or Fort Dix or wherever they go back to when they 
are deployed home. We make use of that time with reconnecting 
them into jobs and job opportunities. Is that being optimized right 
now, that opportunity to make sure that our men and women in 
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uniform know they have a joh to come hack to and know that this 
country embraces them and wants to make sure that they get the 
consideration, the respect that they have earned by their service? 

Mr. Embree. Well, sir, thank you for the question. First off I 
want to begin explaining I took my boots off over 2 years ago, so 
I can’t say exactly what is happening with the guys in the field still 
humping a pack, carrying a rifle. But when I was still there finish- 
ing my second deployment, no. The short answer is no. You don’t 
feel like you are supported when you are coming back. At least you 
didn’t back in 2007. 

Now, maybe it is getting better. I think the first steps have 
begun. I think Department of Labor, Vets, Assistant Secretary Jef- 
ferson is on the right path. He is talking to the VSO community. 
He is talking to different businesses. He is talking to just the indi- 
vidual Marines, Soldiers, Sailors, and Airmen about the different 
skills they bring and how to translate them over. 

That is one thing that JAVA has been asking for is a study to 
find out, one, what kind of training translates. So if I am a Navy 
Corpsman on the green side and I am doing field trauma work, 
tracheotomies, putting in TVs, you name it, sucking chest wounds, 
and I get to the civilian side, after all that experience I barely qual- 
ify to drive an ambulance. So what we are asking for is a study 
to identify the kind of skill level and the kind of schooling and edu- 
cation that the military gives you and how to translate it over to 
the civilian side. 

What we want, though, is we want that to better the training for 
our fighting force as well as make the transition easier, so when 
they are coming from the military side to the civilian side, the civil- 
ian side can automatically look and say, oh, that makes sense, you 
were this MOS so you must have had these courses, so they auto- 
matically know that, oh, if you are a platoon sergeant I know for 
a fact that you managed 80 people and you managed a budget of 
a couple million dollars a quarter and you managed these kind of 
time lines, so I know for a fact I can put you as a manager over 
20 people very comfortably and you would meet all the time lines, 
you would meet all the goals. 

So that is one step that needs to happen. We have talked to a 
few offices. Folks are having that discussion. 

We feel Secretary Jefferson and others and 0PM are going to- 
ward the right direction right now, but it also goes to the TAPS 
program. Now, what TAPS is is the Transition Assistance Program, 
and this is what the Marines and Sailors and Soldiers and Airmen 
you are talking about, they are about to leave sector and they are 
thinking, OK, what am I going to do now? I am short. I have only 
got about 7 months left in. I want to go be a police officer. I want 
to go work in the Post Office. Or I don’t know what I want to do 
and maybe I want to stay in public service. 

Well, this is the program that is supposed to teach them how to 
write their resume, how to translate their skills so when they are 
having an interview they know how to sell themselves. It teaches 
them how to present themselves to a hiring agent. 

Unfortunately, the program is just woefully out of date. I believe 
it has been 17 years since it has been updated. 



112 


Now, DOL is talking about ways to update it, but right now it 
is still death by PowerPoint, and it is not even something that you 
have to do. It is not mandatory. The Marine Corps has just recently 
made it mandatory, but still, mandatory bad information doesn’t 
make it good information; it just makes you have to sit through it. 

So there are a lot of good starts. We feel that, unfortunately, 
once a lot of these discussions have begun and then the VSO com- 
munity starts pointing out some of the flaws and some of the first 
ideas, that people sometimes get their feelings hurt, I guess, and 
they don’t want to take the constructive criticism, and I think that 
sometimes slows down the process, but we need to. 

And I think the way to solve that is to keep the VSO community 
involved in every step of the way. I believe that the committee 
right now, the inter-agency committee to implement the strategic 
plan that 0MB has rolled out is phenomenal, and that is a great 
start. We would like the VSO community to have some input. Just 
before each meeting give us an idea of what kind of things the 
inter-agency council is going to discuss so we can send you guys 
some well-researched information. 

JAVA has their own research department. We put out reports 
every year. We put out a legislative agenda. We end note these 
things with hundreds and hundreds of sources to help these staffs. 

Mr. Lynch. Let me just interrupt. I know they are going to do 
the second vote, and I will have to go for the second, third, and 
fourth votes because they are substantive. But it seems to me, just 
in interacting with those young men and women who are about to 
come back, the military is rightly focused on their responsibility in 
Afghanistan and in Iraq, and when folks are deploying out it is a 
step-down process, and so I think the intensity of following those 
folks when they are re-deploying back home is less than when they 
are part of the operation, the military operation in those countries. 

I am just wondering, it seems to be a one-way street. In other 
words, I have men and women on the ground in Iraq and Afghani- 
stan who are trying to tie back into the United States, into jobs, 
and they are doing it as individuals. There doesn’t seem to be any 
concerted effort to get them placed back here. And there doesn’t 
seem to be any effort on our part to reach over there and close that 
loop and to make sure that those folks know about the opportuni- 
ties, and so there is a dialog, a two-way street of information going 
back and forth and reassurances for them and their families of 
what opportunities might be there when they finish their tour of 
duty. 

So I guess what I am asking, would it be helpful, in terms of 
these individual agents that Mr. Holway described that Director 
Berry is going to put in place at these agencies, if there would be 
a two-way street, a five-directional discourse so that we let people 
know over there what is available so that they feel like they are 
wanted, that they are welcomed and embraced and that they are 
a priority in terms of our Federal hiring practices. 

Mr. Embree. Well, sir, I don’t want to speak outside of my lane 
too far, so I would like to just say that JAVA would love to work 
with your staff to put together some sort of plan for that or pro- 
posal for that, just because I think there needs to be a lot of input 
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from DOD as well as other Government agencies, so I don’t want 
to speak 

Mr. Lynch. Sure. I understand. 

Mr. Embree. I am not an expert on that. 

Mr. Lynch. And I am not talking about allowing private recruit- 
ment of military in theater, because they have enough to do. De- 
partment of Defense, with just focusing on one job while they are 
there. I am talking about in that step-down process where I know 
that in many cases units will have their personal belongings sent 
home 90 days ahead of time, and so now they are really in a de- 
compress mode where they are stepping down into civilian life. 

I think if you can utilize that time period, just to have people get 
in touch with them and let them know what is going on, that might 
offer a better result. 

Dean Crosby, let’s talk about the student opportunities here for 
a minute. I am certain that we can benefit by having greater flexi- 
bility. I think part of the problem that we are seeing, look, people 
wouldn’t be circumventing this system if it was working, so that is 
a problem and we have to create some flexibility here. 

Could you talk about what you see as being some of the obstacles 
of opening up opportunities for very well-educated, well-trained 
young people coming out of our colleges and graduate schools in 
terms of connecting with the demand that we have for their serv- 
ices in the Federal Government? 

Mr. Crosby. Well, I think the obstacles have been pretty clearly 
discussed here, the nature of the systems, as is so often the case, 
you put protections in place and over time they become calcified 
and no longer work, but nobody has been looking at these systems. 

The FCIP, I don’t know anything about this FCIP program in 
any formal way, but just from what I have heard today it is clear 
that the hiring system is trying to find a way around a calcified, 
non-functional, 160- to 200-day process, and no manager anywhere 
can survive in that kind of an environment. Probably a lot of it is 
not to get around veterans or whatever benefits, per se; it is just 
to try to get around this horrible system. That is the same with the 
issues of students who are trying to access the system. 

It is particularly difficult, in the case of our graduate students 
and the graduate programs that are represented by me today, be- 
cause these people don’t have any kind of seniority or any kind of 
experience in the Federal system. We hope that they will have vet- 
eran’s status and we are hoping. The GI bill is a terrific asset at 
this point, and collaborating with veterans’ organizations to get 
them into these programs, take their experience, take their leader- 
ship skills, couple it with our formal education skills, now you have 
really got an applicant. 

But the rest of our students who are not veterans have this very 
specialized set of skills that doesn’t give them any status in the 
hiring system. None of the metrics or few of the metrics reward the 
kinds of special skills the graduates of our programs have, so they 
are left to fall behind in a system which is precluding people who 
are specifically trained to deal with the exigencies of public admin- 
istration and public policy. 

So the kinds of opportunities these specialized channels for stu- 
dents, such as in H.R. 3264 that I know you understand well, not 
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numbers that are going to change the whole order of magnitude of 
the employment system, but to give a special channel, a special 
pathway for people with these special skills, that is what we are 
looking for and I think that in the long run can have a tremen- 
dously positive impact on public service without in any significant 
way stepping on other legitimate rights and interests. 

Mr. Lynch. Mr. McManus, the same question. But in light of the 
President’s initiative here, are there components there that would 
clear the way for some of the obstructions that have existed pre- 
viously and some that Dean Crosby has articulated? 

Mr. McManus. Yes. I think certainly all of the issues that Dean 
Crosby articulated are spot on in terms of helping to clear the 
pathway. 

Much like the discussion earlier about veterans not actually un- 
derstanding how to translate their skills, I think the same is actu- 
ally true on a college university campus, as well. Unfortunately, 
Government doesn’t value education as much as it does in-the-seat 
experience. That has to, in fact, change, and that is a cultural 
change as much as a procedural or process change. 

We have to do more to make students aware of the opportunities 
that exist, much like I think we have to do. The Partnership would 
welcome the opportunity to work with you, Mr. Chairman, and also 
Mr. Embree to figure out how we can effectively educate vets about 
opportunities and how they can compete, as well. 

I think those two audiences are facing some very similar issues 
in this. 

Mr. Lynch. Well, I apologize. I am going to have to go back and 
vote again. I am going to leave. There are obviously dualing com- 
mittee hearings at the same time, so I am going to leave the record 
open for 5 legislative days for my colleagues to submit any ques- 
tions they might have for you and any other testimony to be sub- 
mitted. I want to thank you for your willingness to come forward 
and help the committee with its work. I really do appreciate it. It 
makes a better process. 

I think as we move forward with the House version of our hiring 
bill, I think we will be well served by your testimony and the whole 
process will be better informed by your input, so I appreciate your 
testimony and I thank you and I wish you have a good day. 

Thank you. This committee hearing is now adjourned. 

[Whereupon, at 4:23 p.m., the subcommittee was adjourned.] 

[Additional information submitted for the hearing record follows:] 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 


Message from Director Berry 

Enclosed is the Office of Personnel Management’s Report on Employment of Veterans in 
the Federal Executive Branch for FY 2008. 

The report shows that government continues to be a leader in employing veterans, but 
there is much room for improvement, especially for non-defense/national security 
agencies. 

1 believe strongly that we must do more to honor those who serve America in our Armed 
Forces and keep their skills, their drive, and their dedication to service in the Federal 
family. That is why 0PM, in conjunction with the White Flouse and the Departments of 
Defense, Labor, Veterans Affairs, and Homeland Security, is launching a major 
government-wide veterans hiring initiative. 

Our initiative, launching during Veterans Day week, is unprecedented in its scope. 
Launched by the President through an Executive Order, it will be co-chaired by Secretary 
of Labor Solis and Secretary of Veterans Affairs Shinseki and feature the direct 
participation of senior appointed officials from all Cabinet agencies, and senior officials of 
non-Cabinet agencies. 

I will serve as vice-chair of the initiative and promote it aggressively, both to agencies and 
to veterans and transitioning service members. It will also feature advertising aimed at 
both of these groups, a new web 2.0 Internet site, and tools to help match potential veteran 
applicants with the jobs that are best suited to them. 

I look forward to keeping you updated about this exciting initiative. 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

INTRODUCTION 


THE EMPLOYMENT OE VETERANS IN THE EEDERAL EXECUTIVE BRANCH is 
produced by the Office of Personnel Management (OPM) to provide a convenient 
reference on the employment of veterans in the Executive Branch. The report has been 
redesigned in an easy-to-use format suitable for a variety of audiences. The report 
concentrates on Chief Financial Officer (CFO) Act agencies as they account for 
approximately 97.8% of all Federal employees and 99% of all veterans employed in the 
Federal Executive Branch. 

The source of Federal employment data used in this FY 2008 report is from OPM’s 
Central Personnel Data File as of September 30, 2008. 

This report does not include data for the: 

White Flouse Office, Office of the Vice President, Central Intelligence Agency, 
National Geospatial-Intelligence Agency, National Security Agency, Defense Intelligence 
Agency, Board of Governors of the Federal Reserve, United States Postal Service, Postal 
Regulatory Commission, Tennessee Valley Authority, Department of Agriculture 
Extension Service, Anny and Air Force National Guard technicians, Department of 
Defense non-appropriated funds, and non-citizen employees in foreign countries. Full- 
time permanent (FTP) employment numbers do not include full-time seasonal employees. 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 


Veterans in the Federal Workforce 
Versus the Civilian Labor Force 



FY 2007 

FY 2008 

Federal 

Workforce 

Civilian 

Workforce 

Federal 

Workforce 

Civilian 

Workforce 

All Veterans 

25.5% 

8,3% 

25.5% 

8.3% 

Disabled Veterans 

5,7% 

0.8% 

6.0% 

0.8% 

30% or More Disabled Veterans 

3.1% 

0,3% 

3,4% 

0.3% 
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Employment of Veterans In the Federal Executive Branch 
Fiscal Year 2008 


Table 1 

Employment in the Federal Workforce 


Total On-Board Employees 


Category 

FY 2004 

FY 2005 

FY 2006 

FY 2007 

FY 2008 

Total Employees 

1,810,852 

1,813,166 

1,803,055 

1,811,459 

1,886,720 

Total Veterans 

453,725 

456,254 

457,965 

462,744 

481,223 

% of All Employees 

25.1% 

25.2% 

25.4% 

25.5% 

25.5% 

Veterans with Preference 

411,627 

410,083 

410,434 

414,010 

431,015 

% of All Employees 

22.7% 

22.6% 

22.8% 

22.9% 

22,8% 

% of All Veterans 

90.7% 

89.9% 

89.6% 

89.5% 

89.4% 

Disabled Veterans 

87,390 

92,642 

97,828 

103,180 

112,946 

% of All Employees 

4.8% 

5.1% 

5.4% 

5.7% 

6.0% 

% of All Veterans 

19.3% 

20.3% 

21.4% 

22.3% 

23.5% 

30% + Disabled Veterans 

42,010 

46,727 

51,389 

56,077 

64,046 

% of All Employees 

2.3% 

2.6% 

2.9% 

3.1% 

3.4% 

% of All Veterans 

9.3% 

10.2% 

1 1 .2% 

12,1% 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 1 A 

Employment in the Federal Workforce 
Total On-Board Employees 


All Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

1,811,459 

462,744 

25.5 

1,866,720 

481,223 

25.5 

CFO Act Agencies 







Agriculture 

104,126 

11,314 

10.9 

104,837 

10,835 

10.3 

Commerce 

41,218 

4,723 

11.5 

42,661 

4,749 

11.1 

Defense 

613,845 

247,664 

40,3 

635,460 

257,933 

40.6 

Air Force 

132,306 

65,523 

49.5 

131,146 

65,184 

49.7 

Army 

212,591 

89,904 

42.3 

226,723 

96,596 

42.6 

Navy 

173,212 

65,667 

37.9 

180,017 

68,910 

38.3 

Defense Activities 

95,736 

26,570 

27.8 

97,574 

27,243 

27.9 

Education 

4,346 

351 

8.1 

4,335 

351 

8,1 

Energy 

14,945 

2,985 

20.0 

15,448 

3,036 

19.7 

HHS 

73,632 

5,148 

7.0 

75,655 

4,789 

6.3 

Homeland Security 

164,613 

41,224 

25.0 

176,627 

43,481 

24.6 

HUD 

9,589 

1,319 

13,8 

9,781 

1,322 

13.5 

Interior 

72,465 

1 1 ,352 

15.7 

73,891 

11,186 

15.1 

Justice 

106,411 

19,478 

18.3 

108,340 

19,700 

18.2 

Labor 

15,417 

2,672 

17,3 

15,373 

2,685 

17.5 

State 

10,731 

1,672 

15.6 

11,385 

1,803 

15,8 

Transportation 

54,119 

16,129 

29.8 

55,388 

16,287 

29.4 

Treasury 

102,787 

9,991 

9.7 

105,541 

10,149 

9.6 

Veterans Affairs 

254,033 

67,597 

26,6 

278,926 

73,623 

26,4 

AID 

2,428 

149 

6.1 

2,550 

169 

6,6 

ERA 

18,092 

1,353 

7.5 

18,247 

1,359 

7.4 

GSA 

11,996 

2,480 

20.7 

11,958 

2,401 

20.1 

NASA 

18,461 

2,047 

11.1 

18,562 

1,973 

10.6 

NSF 

1,382 

79 

5.7 

1,410 

79 

5.6 

NRC 

3,750 

639 

17.0 

4,080 

697 

17.1 

0PM 

5,775 

1,278 

22.1 

5,855 

1,291 

22.0 

SSA 

62,407 

6,011 

9.6 

63,990 

6,131 

9.6 

SBA 

4,497 

613 

13.6 

4,829 

655 

13.6 

Total CFO Act 
Agencies 

1,771,065 

458,268 

25.9 

1,845,130 

476,684 

25.8 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 1 B 

Employment in the Federal Workforce 
Total On-Board Employees 


Veterans with Preference 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 

Branch Agencies 

1,811,459 

414,010 

22.9 

1,886,720 

430,015 

22.8 

CFO Act Agencies 







Agriculture 

104,126 

11,022 

10.6 

104,837 

10,835 

10.3 

Commerce 

41,218 

4,436 

10.8 

42,661 

4,749 

11.1 

Defense 

613,845 

222,193 

36.2 

635,460 

231,166 

36.4 

Air Force 

132,306 

58,915 

44.5 

131,146 

58,558 

44.7 

Army 

212,591 

80,597 

37.9 

226,723 

86,634 

38.2 

Navy 

173,212 

58,975 

34.0 

180,017 

61,801 

34.3 

Defense Activities 

95,736 

23,706 

24.8 

97,574 

24,173 

24.8 

Education 

4,346 

322 

7.4 

4,335 

327 

7.5 

Energy 

14,945 

2,727 

18.2 

15,448 

2,751 

17.8 

HHS 

73,632 

4,765 

6.5 

75,655 

4,784 

6.3 

Homeland Security 

164,613 

35,132 

21,3 

176,627 

37,192 

21.1 

HUD 

9,589 

1,295 

13.5 

9,781 

1,299 

13.3 

Interior 

72,465 

10,702 

14.8 

73,891 

10,483 

14.2 

Justice 

106,411 

15,915 

15,0 

108,340 

16,210 

15.0 

Labor 

15,417 

2,571 

16.7 

15,373 

2,581 

16.8 

State 

10,731 

1,512 

14.1 

11,386 

1,622 

14.2 

Transportation 

54,119 

14,686 

27.1 

55,388 

14,828 

26.8 

Treasury 

102,787 

9,693 

9.4 

105,541 

9,837 

9.3 

Veterans Affairs 

254,033 

59,086 

23.3 

278,926 

63,917 

22.9 

AID 

2,428 

143 

5.9 

2,550 

161 

6.3 

ERA 

18,092 

1,278 

7.1 

18,247 

1,280 

7.0 

GSA 

11,996 

2,337 

19.5 

11,958 

2,263 

18.9 

NASA 

18,461 

1,890 

10.2 

18,562 

1,812 

9.8 

NSF 

1,382 

64 

4.6 

1,410 

63 

4.5 

NRC 

3,750 

564 

15.0 

4,080 

611 

15.0 

0PM 

5,775 

1,185 

20.5 

5,855 

1,186 

20.3 

SSA 

62,407 

5,700 

9.1 

63,990 

5,805 

9.1 

SBA 

4,497 

606 

13.5 

4,829 

644 

13.3 

Total CFO Act 
Agencies 

1,771,065 

409,824 

23.1 

1,845,130 

426,406 

23.1 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 1 C 

Employment in the Federal Workforce 
Total On-Board Employees 


Disabled Veterans 



FY 2007 


FY 2008 


Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 

Branch Agencies 

1,811,459 

103,180 

5.7 

1,886,720 

112,946 

6.0 

CFO Act Agencies 







Agriculture 

104,126 

1,990 

1.9 

104,837 

1,988 

1.9 

Commerce 

41,218 

716 

1.7 

42,661 

772 

1.8 

Defense 

613,845 

59,137 

9.6 

635,460 

64,626 

10,2 

Air Force 

132,306 

15,612 

11,8 

131,146 

15,827 

12.1 

Army 

212,591 

24,552 

11.5 

226,723 

27,765 

12.2 

Navy 

173,212 

12,653 

7.3 

180,017 

14,194 

7.9 

Defense Activities 

95,736 

6,320 

6.6 

97,574 

6,840 

7.0 

Education 

4,346 

88 

2.0 

4,335 

91 

2.1 

Energy 

14,945 

550 

3.7 

15,448 

596 

3.9 

HHS 

73,632 

987 

1.3 

75,655 

1,059 

1.4 

Homeland Security 

164,613 

6,336 

3.8 

176,627 

6,883 

3.9 

HUD 

9,589 

347 

3,6 

9,781 

390 

4.0 

Interior 

72,465 

2,162 

3.0 

73,891 

2,266 

3.1 

Justice 

106,411 

2,559 

2.4 

108,340 

2,700 

2.5 

Labor 

15,417 

808 

5.2 

15,373 

852 

5.5 

State 

10,731 

343 

3.2 

11,386 

381 

3.3 

Transportation 

54,119 

2,520 

4.7 

55,388 

2,732 

4,9 

Treasury 

102,787 

1,936 

1.9 

105,541 

2,204 

2,1 

Veterans Affairs 

254,033 

18,709 

7.4 

278,926 

21 ,096 

7.6 

AID 

2,428 

29 

1.2 

2,550 

36 

1.4 

EPA 

18,092 

272 

1.5 

18,247 

297 

1.6 

GSA 

11,996 

523 

4,4 

11,958 

519 

4.3 

NASA 

18,461 

341 

1,8 

18,562 

351 

1.9 

NSF 

1,382 

18 

1.3 

1,410 

19 

1.3 

NRC 

3,750 

67 

1.8 

4,080 

83 

2.0 

0PM 

5,775 

345 

6.0 

5,855 

356 

6.1 

SSA 

62,407 

1,540 

2.5 

63,990 

1,720 

2.7 

SBA 

4,497 

100 

2.2 

4,829 

114 

2.4 

Total CFO Act Agencies 

1,771,065 

102,423 

5.8 

1,845,130 

112,131 

6.1 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 1 D 

Employment In the Federal Workforce 
Total On-Board Employees 


30% or More Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 

Branch Agencies 

1,811,459 

56,077 

3.1 

1,886,720 

64,046 

3.4 

CFO Act Agencies 







Agriculture 

104,126 

888 

0.9 

104,837 

923 

0.9 

Commerce 

41,218 

302 

0.7 

42,661 

348 

0.8 

Defense 

613,845 

33,678 

5.5 

635,460 

38,501 

6.1 

Air Force 

132,306 

8,693 

6.6 

131,146 

9,110 

6.9 

Army 

212,591 

14,507 

6.8 

226,723 

17,172 

7.6 

Navy 

173,212 

6,905 

4.0 

180,017 

8,176 

4.5 

Defense Activities 

95,736 

3,573 

3.7 

97,574 

4,043 

4.1 

Education 

4,346 

49 

1.1 

4,335 

47 

1.1 

Energy 

14,945 

246 

1.6 

15,448 

290 

1.9 

HHS 

73,632 

484 

0.7 

75,655 

537 

0.7 

Homeland Security 

164,613 

2,993 

1.8 

176,627 

3,317 

1.9 

HUD 

9,589 

188 

2.0 

9,781 

212 

2.2 

Interior 

72,465 

958 

1.3 

73,891 

1,047 

1.4 

Justice 

106,411 

1,020 

1.0 

108,340 

1,115 

1.0 

Labor 

15,417 

411 

2.7 

15,373 

455 

3.0 

State 

10,731 

168 

1.6 

11,386 

197 

1.7 

Transportation 

54,119 

1,008 

1,9 

55,388 

1,144 

2.1 

Treasury 

102,787 

917 

0.9 

105,541 

1,085 

1.0 

Veterans Affairs 

254,033 

10,864 

4,3 

278,926 

12,647 

4.5 

AID 

2,428 

16 

0,7 

2,550 

22 

0.9 

EPA 

18,092 

120 

0.7 

18,247 

143 

0.8 

GSA 

11,996 

249 

2,1 

11,958 

257 

2.1 

NASA 

18,461 

163 

0.9 

18,562 

176 

0.9 

NSF 

1,382 

8 

0.6 

1,410 

10 

0.7 

NRC 

3,750 

22 

0.6 

4,080 

30 

0.7 

OPM 

5,775 

186 

3.2 

5,855 

204 

3.5 

SSA 

62,407 

758 

1.2 

63,990 

895 

1.4 

SBA 

4,497 

40 

0.9 

4,829 

52 

1.1 

Total CFO Act Agencies 

1,771,065 

55,736 

3.1 

1,845,130 

63,654 

3.4 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 2 

Employment in the Federal Workforce 


Total Full Time Permanent (FTP) Employment 


Category 

FY 2004 

FY 2005 

FY 2006 

FY 2007 

FY 2008 

Total FTP Employees 

1,562,690 

1,569,650 

1,565,159 

1,574,604 

1,629,909 

Total Veterans 

422,204 

425,379 

426,802 

431,197 

447,273 

% of All Employees 

27,0% 

27.1% 

27,3% 

27.4% 

27.4% 

Veterans with Preference 

384,461 

383,742 

383,499 

386,666 

400,117 

% of All Employees 

24.6% 

24.4% 

24.5% 

24.6% 

24.5% 

% of All Veterans 

91.1% 

90.2% 

89.9% 

89.7% 

89.5% 

Disabled Veterans 

81,031 

85,814 

90,470 

95,548 

104,435 

% of All Employees 

5.2% 

5.5% 

5.8% 

6.1% 

6.4% 

% of All Veterans 

19.2% 

20.2% 

21,2% 

22.2% 

23.3% 

30% + Disabled Vets 

38,390 

42,715 

46,953 

51,408 

58,701 

% of All Employees 

2.5% 

2,7% 

3.0% 

3,3% 

3.6% 

% of All Veterans 

9.1% 

10.0% 

11.0% 

11.9% 

13.1% 

% of All Disabled Vets 


49.8% 

51.9% 

53.8% 

56.2% 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 2A 

Employment in the Federal Workforce 
Total Full Time Permanent (FTP) Employment 


All Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

1,574,604 

431,197 

27.4 

1 ,629,909 

447,273 

27.4 

CFO Act Agencies 







Agriculture 

78,993 

9,688 

12.3 

78,369 

9,333 

11.9 

Commerce 

32,177 

3,699 

11,5 

32,924 

3,684 

11.2 

Defense 

555,338 

232,891 

41.9 

570,023 

241 ,358 

42.3 

Air Force 

125,642 

62,834 

50,0 

122,986 

62,064 

50.5 

Army 

192,871 

82,812 

42.9 

202,512 

88,314 

43.6 

Navy 

166,714 

63,828 

38.3 

172,392 

66,843 

38.8 

Defense Activities 

70,111 

23,417 

33.4 

72,133 

24,137 

33.5 

Education 

3,789 

340 

9.0 

3,825 

344 

9.0 

Energy 

14,286 

2,941 

20.6 

14,803 

2,995 

20.2 

HHS 

52,842 

4,677 

8.9 

53,325 

4,465 

8.4 

Homeland Security 

134,850 

37,310 

27,7 

147,533 

39,561 

26.8 

HUD 

9,237 

1,315 

14,2 

9,445 

1,316 

13.9 

Interior 

51,953 

9,137 

17.6 

51,828 

8,894 

17.2 

Justice 

102,716 

19,308 

18.8 

104,282 

19,482 

18.7 

Labor 

14,406 

2,528 

17.5 

14,322 

2,539 

17.7 

State 

8,009 

1,220 

15.2 

8,428 

1,338 

15.9 

Transportation 

52,530 

15,777 

30.0 

53,549 

15,813 

29.5 

Treasury 

94,603 

9,464 

10.0 

93,961 

9,280 

9,9 

Veterans Affairs 

215,336 

63,107 

29.3 

236,761 

68,986 

29.1 

AID 

1,787 

124 

6.9 

1,865 

143 

7.7 

ERA 

16,206 

1,321 

8.2 

16,221 

1,305 

8.0 

GSA 

11,738 

2,468 

21.0 

1 1 ,742 

2,393 

20.4 

NASA 

16,892 

1,847 

10.9 

16,923 

1,783 

10.5 

NSF 

1,102 

72 

6.5 

1,148 

77 

6.7 

NRC 

3,409 

608 

17.8 

3,704 

658 

17.8 

0PM 

4,422 

886 

20,0 

4,400 

857 

19.5 

SSA 

60,022 

5,874 

9.8 

61 ,486 

6,012 

9,8 

SBA 

2,184 

359 

16.4 

2,260 

368 

16.3 

Total CFO Act 
Agencies 

1,538,827 

426,961 

27,7 

1,593,127 

442,984 

27.8 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 2B 

Employment in the Federal Workforce 
Total Full Time Permanent (FTP) Employment 


Veterans with Preference 



FY 2007 

FY 2008 


Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

1,574,604 

386,666 

24.6 

1,629,909 

400,117 

24.5 

CFO Act Agencies 







Agriculture 

78,993 

9,442 

12,0 

78,369 

9,065 

11.6 

Commerce 

32,177 

3,441 

10.7 

32,924 

3,422 

10.4 

Defense 

555,338 

209,495 

37.7 

570,023 

216,713 

38.0 

Air Force 

125,642 

56,558 

45.0 

122,986 

55,782 

45.4 

Army 

192,871 

74,367 

38.6 

202,512 

79,230 

39.1 

Navy 

166,714 

57,531 

34.5 

172,392 

60,147 

34.9 

Defense Activities 

70,111 

21,039 

30.0 

72,133 

21,554 

29.9 

Education 

3,789 

313 

8.3 

3,825 

321 

8,4 

Energy 

14,286 

2,699 

18.9 

14,803 

2,725 

18,4 

HHS 

52,842 

4,432 

8.4 

53,325 

4,460 

8.4 

Homeland Security 

134,850 

31,770 

23.6 

147,533 

33,758 

22.9 

HUD 

9,237 

1,291 

14.0 

9,445 

1,293 

13.7 

Interior 

51,953 

8,625 

16.6 

51,828 

8,334 

16.1 

Justice 

102,716 

15,760 

15.3 

104,282 

16,006 

15.3 

Labor 

14,406 

2,436 

16.9 

14,322 

2,444 

17.1 

State 

8,009 

1,084 

13.5 

8,428 

1,185 

14.1 

Transportation 

52,530 

14,376 

27.4 

53,549 

14,399 

26.9 

Treasury 

94,603 

9,187 

9.7 

93,961 

8,985 

9.6 

Veterans Affairs 

215,336 

55,568 

25,8 

236,761 

60,244 

25.4 

AID 

1,787 

122 

6.8 

1,865 

137 

7.3 

ERA 

16,206 

1,250 

7.7 

16,221 

1,233 

7.6 

GSA 

11,738 

2,328 

19.8 

11,742 

2,256 

19,2 

NASA 

16,892 

1,728 

10.2 

16,923 

1,654 

9.8 

NSF 

1,102 

60 

5.4 

1,148 

63 

5,5 

NRC 

3,409 

534 

15.7 

3,704 

575 

15.5 

0PM 

4,422 

822 

18.6 

4,400 

787 

17.9 

SSA 

60,022 

5,569 

9.3 

61,486 

5,690 

9.3 

SBA 

2,184 

354 

16.2 

2,260 

359 

15.9 

Total CFO Act 
Agencies 

1,538,827 

382,686 

24.9 

1,593,127 

396,108 

24,9 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 
Table 2C 

Employment in the Federal Workforce 
Full Time Permanent (FTP) Employment 


Disabled Veterans 



FY 2007 

FY 2008 

Total 

Empioyees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 

Branch Agencies 

1,574,604 

95,548 

6.1 

1,629,909 

104,435 

6.4 

CFO Act Agencies 







Agriculture 

78,993 

1,794 

2.3 

78,369 

1,821 

2,3 

Commerce 

32,177 

568 

1.8 

32,924 

601 

1.8 

Defense 

555,338 

54,209 

9.8 

570,023 

59,049 

10.4 

Air Force 

125,642 

14,638 

11,7 

122,986 

14,736 

12.0 

Army 

192,871 

21,997 

11.4 

202,512 

24,751 

12.2 

Navy 

166,714 

12,194 

7.3 

172,392 

13,626 

7.9 

Defense Activities 

70,111 

5,380 

7.7 

72,133 

5,936 

8.2 

Education 

3,789 

85 

2.2 

3,825 

90 

2.4 

Energy 

14,286 

547 

3.8 

14,803 

589 

4.0 

HHS 

52,842 

956 

1.8 

53,325 

1,027 

1.9 

Homeland Security 

134,850 

5,980 

4.4 

147,533 

6,531 

4.4 

HUD 

9,237 

345 

3.7 

9,445 

389 

4.1 

Interior 

51 ,953 

1,753 

3.4 

51,828 

1,829 

3.5 

Justice 

102,716 

2,535 

2.5 

104,282 

2,672 

2.6 

Labor 

14,406 

751 

5.2 

14,322 

788 

5.5 

State 

8,009 

313 

3.9 

8,428 

354 

4.2 

Transportation 

52,530 

2,425 

4.6 

53,549 

2,609 

4.9 

Treasury 

94,603 

1,837 

1.9 

93,961 

1,995 

2.1 

Veterans Affairs 

215,336 

17,766 

8.3 

236,761 

20,111 

8.5 

AID 

1,787 

25 

1,4 

1,865 

31 

1.7 

EPA 

16,206 

263 

1.6 

16,221 

280 

1.7 

GSA 

1 1 ,738 

522 

4.4 

11,742 

517 

4.4 

NASA 

16,892 

271 

1.6 

16,923 

285 

1.7 

NSF 

1,102 

17 

1,5 

1,148 

19 

1.7 

NRC 

3,409 

64 

1.9 

3,704 

80 

2.2 

0PM 

4,422 

235 

5,3 

4,400 

231 

5.3 

SSA 

60,022 

1,494 

2.5 

61,486 

1,678 

2.7 

SBA 

2,184 

78 

3.6 

2,260 

87 

3.8 

Total CFO Act Agencies 

1,538,827 

94,833 

6.2 

1,593,127 

103,663 

6.5 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 2D 

Employment in the Federal Workforce 
Full Time Permanent (FTP) Employment 


30% More Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

1,574,604 

51,408 

3.3 

1,629,909 

58,701 

3.6 

CFO Act Agencies 







Agriculture 

78,993 

811 

1,0 

78,369 

854 

1.1 

Commerce 

32,177 


0,7 

32,924 

273 

0.8 

Defense 

555,338 

30,408 

5.5 

570,023 

34,717 

6.1 

Air Force 

125,642 

7,965 

6.3 

122,986 

8,285 

6.7 

Army 

192,871 

12,837 

6.7 

202,512 

15,146 

7.5 

Navy 

166,714 

6,596 

4.0 

172,392 

7,781 

4.5 

Defense Activities 

70,111 

3,010 

4.3 

72,133 

3,505 

4.9 

Education 

3,789 

46 

1.2 

3,825 

46 

1.2 

Energy 

14,286 

246 

1,7 

14,803 

286 

1.9 

HHS 

52,842 

467 

0.9 

53,325 

522 

1.0 

Homeland Security 

134,850 

2,816 

2.1 

147,533 

3,141 

2.1 

HUD 

9,237 

187 

2,0 

9,445 

212 

2.2 

Interior 

51,953 

773 

1.5 

51,828 

845 

1.6 

Justice 

102,716 

1,006 

1.0 

104,282 

1,098 

1.1 

Labor 

14,406 

383 

2.7 

14,322 

418 

2.9 

State 

8,009 

151 

1.9 

8,428 

184 

2.2 

Transportation 

52,530 

956 

1.8 

53,549 

1,077 

2.0 

Treasury 

94,603 

868 

0.9 

93,961 

988 

1.1 

Veterans Affairs 

215,336 

10,309 

4.8 

236,761 

12,044 

5.1 

AID 

1,787 

16 

0.9 

1,865 

20 

1.1 

EPA 

16,206 

117 

0.7 

16,221 

135 

0.8 

GSA 

11,738 

248 

2.1 

1 1 ,742 

255 

2.2 

NASA 

16,892 

126 

0.7 

16,923 

144 

0.9 

NSF 

1,102 

8 

0.7 

1,148 

10 

0.9 

NRC 

3,409 

20 

0,6 

3,704 

28 

0.8 

0PM 

4,422 

121 

2.7 

4,400 

124 

2.8 

SSA 

60,022 

731 

1.2 

61,486 

870 

1.4 

SBA 

2,184 

33 

1.5 

2,260 

42 

1.9 

Total CFO Act 
Agencies 

1,538,827 

51,087 

3.3 

1,593,127 

58,333 

3.7 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 3 


Veteran New Hires - Total New Hires 


Category 

FY 2004 

FY 2005 

FY 2006 

FY 2007 

FY 2008 

Federal New Hires 

226,676 

224,889 

227,012 

228,889 

289,184 

Veteran New Hires 

43,262 

48,257 

50,108 

52,452 

65,631 

% of All Federal New Hires 

19.1% 

21.5% 

22.1% 

22.9% 

22.7% 

Veterans with Preference 

34,803 

38,765 

42,599 

45,919 

57,953 

% of All Employees 

15.3% 

17.2% 

18.8% 

20.1% 

20.0% 

% of All Veterans 

80.4% 

80.3% 

85.0% 

87.5% 

88.3% 

Disabled Veteran Hires 

9,031 

11,252 

12,115 

12,934 

16,744 

% of All Federal New Hires 

4.0% 

5.0% 

5.3% 

5.7% 

5.8% 

% of All Veteran New Hires 

20.9% 

23.3% 

24.2% 

24.7% 

25.5% 

30% + Disabled Veteran Hires 

5,339 

6,882 

7,344 

7,958 

10,870 

% of Ail Federal New Hires 

2.4% 

3.1% 

3.2% 

3.5% 

3.8% 

% of All Veterans New Hires 

12.3% 

14.3% 

14.7% 

15.2% 

16.6% 

% of Ail Disabled Vet New Hires 

59.1% 

61.2% 

60.6% 

61.5% 

64.9% 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 3A 

Veteran New Hires - Total New Hires 


All Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

228,889 

52,452 

22.9 

289,184 

65,631 

22.7 

CFO Act Agencies 







Agriculture 

19,083 

1,086 

5.7 

21,839 

1,113 

5.1 

Commerce 

5,129 

521 

10.2 

6,807 

652 

9.6 

Defense 

68,115 

26,214 

38,5 

92,647 

34,918 

37.7 

Air Force 

13,101 

6,269 

47.9 

16,481 

6,904 

41.9 

Army 

25,217 

10,679 

42.3 

38,154 

15,417 

40.4 

Navy 

15,647 

6,538 

41.8 

21,335 

9,123 

42.8 

Defense Activities 

14,150 

2,728 

19.3 

16,677 

3,474 

20.8 

Education 

463 

30 

6.5 

488 

32 

6.6 

Energy 

1,080 

201 

18.6 

1,530 

295 

19,3 

HHS 

7,249 

398 

5.5 

9,349 

434 

4.6 

Homeland Security 

24,563 

5,595 

22,8 

30,461 

6,481 

21.3 

HUD 

527 

47 

8.9 

870 

100 

11,5 

Interior 

15,996 

1,813 

11,3 

18,570 

2,026 

10.9 

Justice 

7,195 

1,385 

19.2 

8,666 

1,379 

15.9 

Labor 

1,465 

263 

18.0 

1,391 

282 

20.3 

State 

2,186 

229 

10,5 

2,288 

276 

12.1 

T ransportation 

3,934 

1,451 

36.9 

4,738 

1,430 

30.2 

Treasury 

16,158 

967 

6.0 

17,550 

1,257 

7.2 

Veterans Affairs 

40,915 

10,628 

26.0 

52,746 

12,980 

24.6 

AID 

173 

9 

5.2 

271 

15 

5.5 

ERA 

1,182 

70 

5.9 

1,457 

102 

7.0 

GSA 

705 

126 

17.9 

678 

82 

12.1 

NASA 

899 

114 

12.7 

992 

92 

9.3 

NSF 

200 

9 

4.5 

196 

7 

3.6 

NRC 

600 

81 

13.5 

699 

106 

15.2 

OPM 

884 

254 

28.7 

637 

183 

28.7 

SSA 

5,125 

533 

10.4 

7,563 

784 

10,4 

SBA 

840 

97 

11,5 

1,282 

135 

10.5 

Total CFO Act 
Agencies 

224,666 

52,121 

23.2 

283,715 

65,161 

23.0 
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Fiscal Year 2008 

Table 3B 

Veteran New Hires - Total New Hires 


Veterans with Preference 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

228,889 

45,919 

20.1 

289,184 

57,953 

20.0 

CFO Act Agencies 







Agriculture 

19,083 

1,043 

5.5 

21,839 

1,062 

4.9 

Commerce 

5,129 

490 

9.6 

6,807 

622 

9.1 

Defense 

68,115 

23,201 

34.1 

92,647 

31,003 

33.5 

Air Force 

13,101 

5,630 

43.0 

16,481 

6,096 

37.0 

Army 

25,217 

9,514 

37.7 

38,154 

13,786 

36.1 

Navy 

15,647 

5,744 

36,7 

21,335 

8,073 

37.8 

Defense Activities 

14,150 

2,313 

16.3 

16,677 

3,048 

18,3 

Education 

463 

23 

5.0 

488 

32 

6.6 

Energy 

1,080 

166 

15.4 

1,530 

253 

16.5 

HHS 

7,249 

370 

5.1 

9,349 

428 

4.6 

Homeland Security 

24,563 

4,779 

19.5 

30,461 

5,652 

18.6 

HUD 

527 

43 

8.2 

870 

97 

11.1 

Interior 

15,996 

1,683 

10,5 

18,570 

1,893 

10.2 

Justice 

7,195 

1,256 

17.5 

8,666 

1,301 

15.0 

Labor 

1,465 

237 

16.2 

1,391 

259 

18.6 

State 

2,186 

200 

9.1 

2,288 

238 

10.4 

Transportation 

3,934 

1,355 

34.4 

4,738 

1,353 

28,6 

Treasury 

16,158 

940 

5.8 

17,550 

1,220 

7.0 

Veterans Affairs 

40,915 

8,634 

21,1 

52,746 

10,734 

20.4 

AID 

173 

9 

5.2 

271 

14 

5.2 

ERA 

1,182 

62 

5.2 

1,457 

92 

6.3 

GSA 

705 

108 

15,3 

678 

71 

10.5 

NASA 

899 

91 

10.1 

992 

77 

7,8 

NSF 

200 

7 

3.5 

196 

6 

3.1 

NRC 

600 

71 

11.8 

699 

92 

13.2 

0PM 

884 

237 

26.8 

637 

163 

25.6 

SSA 

5,125 

500 

9.8 

7,563 

736 

9.7 

SBA 

840 

96 

11.4 

1,282 

130 

10.1 

Total CFO Act 
Agencies 

224,666 

45,601 

20,3 

283,715 

57,528 

20.3 
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Table 3C 

Veteran New Hires - Total New Hires 


Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

228,889 

12,934 

5.7 

289,184 

16,744 

5.8 

CFO Act Agencies 







Agriculture 

19,083 

195 

1.0 

21,839 

211 

1.0 

Commerce 

5,129 

82 

1.6 

6,807 

118 

1.7 

Defense 

68,115 

6,747 

9.9 

92,647 

9,194 

9.9 

Air Force 

13,101 

1,449 

11.1 

16,481 

1,544 

9.4 

Army 

25,217 

3,032 

12.0 

38,154 

4,479 

11.7 

Navy 

15,647 

1,494 

9.5 

21,335 

2,215 

10.4 

Defense Activities 

14,150 

772 

5.5 

16,677 

956 

5.7 

Education 

463 

10 

2.2 

488 

11 

2.3 

Energy 

1,080 

42 

3.9 

1,530 

73 

4.8 

HHS 

7,249 

111 

1.5 

9,349 

117 

1.3 

Homeland Security 

24,563 

672 

2.7 

30,461 

865 

2.8 

HUD 

527 

16 

3.0 

870 

45 

5.2 

Interior 

15,996 

418 

2.6 

18,570 

488 

2.6 

Justice 

7,195 

236 

3.3 

8,666 

226 

2.6 

Labor 

1,465 

100 

6.8 

1,391 

109 

7.8 

State 

2,186 

58 

2.7 

2,288 

63 

2.8 

Transportation 

3,934 

326 

8.3 

4,738 

335 

7.1 

Treasury 

16,158 

270 

1.7 

17,550 

440 

2.5 

Veterans Affairs 

40,915 

3,065 

7.5 

52,746 

3,759 

7.1 

AID 

173 

6 

3.5 

271 

4 

1.5 

ERA 

1,182 

19 

1.6 

1,457 

41 

2.8 

GSA 

705 

35 

5.0 

678 

24 

3.5 

NASA 

899 

31 

3.4 

992 

22 

2.2 

NSF 

200 

3 

1.5 

196 

3 

1.5 

NRC 

600 

9 

1.5 

699 

16 

2.3 

0PM 

884 

108 

12.2 

637 

72 

11.3 

SSA 

5,125 

253 

4.9 

7,563 

342 

4.5 

SBA 

840 

13 

1.5 

1,282 

22 

1.7 

Total CFO Act 
Agencies 

224,666 

12,825 

5.7 

283,715 

16,600 

5.9 
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Table 3D 

Veteran New Hires - Total New Hires 


30% or More Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

228,889 

7,958 

3.5 

289,184 

10,870 

3.8 

CFO Act Agencies 







Agriculture 

19,083 

89 

0.5 

21,839 

114 

0.5 

Commerce 

5,129 

33 

0.6 

6,807 

63 

0.9 

Defense 

68,115 

4,462 

6.6 

92,647 

6,380 

6.9 

Air Force 

13,101 

968 

7.4 

16,481 

1,087 

6.6 

Army 

25,217 

2,008 

8.0 

38,154 

3,164 

8.3 

Navy 

15,647 

963 

6.2 

21,335 

1,486 

7.0 

Defense Activities 

14,150 

523 

3.7 

16,677 

643 

3.9 

Education 

463 

7 

1.5 

488 

6 

1.2 

Energy 

1,080 

21 

1.9 

1,530 

35 

2.3 

HHS 

7,249 

58 

0.8 

9,349 

65 

0.7 

Homeland Security 

24,563 

333 

1.4 

30,461 

447 

1.5 

HUD 

527 

13 

2.5 

870 

20 

2.3 

Interior 

15,996 

214 

1.3 

18,570 

252 

1.4 

Justice 

7,195 

103 

1.4 

6,666 

121 

1.4 

Labor 

1,465 

57 

3.9 

1,391 

69 

5.0 

State 

2,186 

33 

1,5 

2,288 

39 

1.7 

T ransportation 

3,934 

157 

4.0 

4,738 

170 

3.6 

Treasury 

16,158 

133 

0.8 

17,550 

235 

1.3 

Veterans Affairs 

40,915 

1,904 

4.7 

52,746 

2,423 

4.6 

AID 

173 

3 

1.7 

271 

3 

1.1 

ERA 

1,182 

9 

0.8 

1,457 

24 

1.6 

GSA 

705 

24 

3,4 

678 

13 

1.9 

NASA 

899 

17 

1,9 

992 

12 

1.2 

NSF 

200 

1 

0.5 

196 

3 

1.5 

NRC 

600 

5 

0.8 

699 

7 

1.0 

0PM 

884 

57 

6.4 

637 

49 

7.7 

SSA 

5,125 

162 

3,2 

7,563 

222 

2.9 

SBA 

840 

7 

0.8 

1,282 

11 

0.9 

Total CFO Act 
Agencies 

224,666 

7,902 

3.5 

283,715 

10,783 

3.8 
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Fiscal Year 2008 

Table 4 

Veteran New Hires 


Total Full Time Permanent New Hires 


Category 

FY 2004 

FY 2005 

FY 2006 

FY 2007 

FY 2008 

Federal New Hires 

76,065 

84,609 

88,226 

95,956 

133,325 

Veteran New Hires 

25,548 

31,024 

33,200 

35,585 

46,551 

% of AN Federal Employees Hired 

33.6% 

36.7% 

37.6% 

37.1% 

34.9% 

Veterans with Preference 

20,258 

24,532 

27,924 

31,169 

41,002 

% of All Employees 

26.6% 

29.0% 

31.7% 

32.5% 

30.8% 

% of All Veterans 

79.3% 

79.1% 

84.1% 

87.6% 

88.1% 

Disabled Veteran New Hires 

5,123 

6,719 

7,561 

8,401 

11,531 

% of All Federal Employees Hired 

6.7 

7.9 

8.6 

8.8 

8.6 

% of AM Veterans Hired 

20.1 

21.7 

22.8 

23,6 

24,8 

30%+ Disabled Veteran Hires 

2,834 

3,871 

4,359 

4,952 

7,278 

% of All Federal Employees Hired 

3.7 

4.6 

4,9 

5,2 

5.5 

% of All Veterans Hired 

11.1 

12.5 

13.1 

13.9 

15.6 

% of All Disabled Vets Hired 

55.3 

57.6 

57.7 

58.9 

63.1 
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Employment of Veterans in the Federal Exeeutive Branch 
Fiscal Year 2008 

Table 4A 

Veteran New Hires 

Total Full Time Permanent New Hires 


All Veterans 



FY 2007 

FY 2008 


Total 

Total 


Total 

Total 



Employees 

Veterans 

% 

Employees 

Veterans 

% 

Total Executive 
Branch Agencies 

95,956 

35,585 

37.1 

133,325 

46,551 

34.9 

CFO Act Agencies 







Agriculture 

2,629 

433 

16.5 

3,367 

503 

14.9 

Commerce 

2,366 

270 

11.4 

2,714 

293 

10,8 

Defense 

35,127 

18,851 

53.7 

50,454 

25,707 

51.0 

Air Force 

6,769 

4,533 

67.0 

7,721 

4,864 

63.0 

Army 

12,518 

7,014 

56.0 

20,421 

10,431 

51,1 

Navy 

11,116 

5,547 

49.9 

15,540 

7,936 

51.1 

Defense Activities 

4,724 

1,757 

37.2 

6,772 

2,476 

36.6 

Education 

216 

26 

12.0 

232 

28 

12.1 

Energy 

781 

182 

23.3 

1,192 

279 

23.4 

HHS 

3,315 

325 

9.8 

4,218 

356 

8.4 

Homeland Security 

11,205 

3,283 

29.3 

16,020 

4,308 

26.9 

HUD 

283 

46 

16.3 

578 

98 

17.0 

Interior 

1,799 

403 

22.4 

2,353 

547 

23,2 

Justice 

5,119 

1,301 

25.4 

6,086 

1,272 

20.9 

Labor 

937 

196 

20.9 

892 

226 

25.3 

State 

699 

109 

15.6 

680 

124 

18.2 

Transportation 

2,765 

1,250 

45.2 

2,726 

1,084 

39.8 

Treasury 

2,415 

385 

15.9 

3,429 

527 

15.4 

Veterans Affairs 

19,068 

7,382 

38.7 

27,324 

9,714 

35.6 

AID 

63 

8 

12,7 

88 

8 

9.1 

ERA 

422 

47 

11.1 

622 

66 

10,6 

GSA 

554 

120 

21.7 

544 

80 

14,7 

NASA 

335 

32 

9,6 

439 

36 

8.2 

NSF 

42 

8 

19.0 

56 

6 

10.7 

NRC 

435 

66 

15.2 

507 

93 

18.3 

0PM 

463 

140 

30.2 

271 

63 

23.2 

SSA 

2,681 

448 

16.7 

5,493 

718 

13.1 

SBA 

85 

13 

15.3 

139 

24 

17,3 

Total CFO Act 
Agencies 

93,804 

35,324 

37.7 

130,424 

46,160 

35.4 
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Table 4B 

Veteran New Hires 

Total Full Time Permanent New Hires 


Veterans with Preference 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

95,956 

31,169 

32.5 

133,325 

41,002 

30.8 

CFO Act Agencies 







Agriculture 

2,629 

409 

15.6 

3,367 

476 

14.1 

Commerce 

2,366 

252 

10.7 

2,714 

282 

10.4 

Defense 

35,127 

16,522 

47.0 

50,454 

22,596 

44.8 

Air Force 

6,769 

4,045 

59,8 

7,721 

4,259 

55.2 

Army 

12,518 

6,146 

49.1 

20,421 

9,161 

44.9 

Navy 

11,116 

4,867 

43.8 

15,540 

7,016 

45.1 

Defense Activities 

4,724 

1,464 

31.0 

6,772 

2,160 

31.9 

Education 

216 

19 

8.8 

232 

28 

12.1 

Energy 

781 

155 

19,8 

1,192 

242 

20.3 

HHS 

3,315 

308 

9.3 

4,218 

350 

8,3 

Homeland Security 

11,205 

2,931 

26.2 

16,020 

3,851 

24.0 

HUD 

283 

43 

15.2 

578 

95 

16.4 

Interior 

1,799 

363 

20.2 

2,353 

506 

21.5 

Justice 

5,119 

1,179 

23.0 

6,086 

1,200 

19.7 

Labor 

937 

173 

18.5 

892 

208 

23.3 

State 

699 

91 

13.0 

680 

100 

14,7 

Transportation 

2,765 

1,173 

42.4 

2,726 

1,028 

37.7 

Treasury 

2,415 

374 

15.5 

3,429 

504 

14.7 

Veterans Affairs 

19,068 

6,123 

32,1 

27,324 

8,182 

29.9 

AID 

63 

8 

12.7 

88 

8 

9.1 

ERA 

422 

44 

10.4 

622 

61 

9.8 

GSA 

554 

105 

19.0 

544 

70 

12.9 

NASA 

335 

23 

6.9 

439 

29 

6.6 

NSF 

42 

6 

14.3 

56 

5 

8,9 

NRC 

435 

56 

12.9 

507 

81 

16.0 

OPM 

463 

128 

27.6 

271 

53 

19.6 

SSA 

2,681 

421 

15.7 

5,493 

673 

12.3 

SBA 

85 

13 

15.3 

139 

21 

15.1 

Total CFO Act 
Agencies 

93,804 

30,919 

33.0 

130,424 

40,649 

31.2 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 4C 

Veteran New Hires 

Total Full Time Permanent New Hires 


Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

95,956 

8,401 

8.8 

133,325 

11,531 

8.6 

CFO Act Agencies 







Agriculture 

2,629 

110 

4.2 

3,367 

149 

4.4 

Commerce 

2,366 

50 

2.1 

2,714 

51 

1.9 

Defense 

35,127 

3,946 

11.2 

50,454 

5,827 

11.5 

Air Force 

6,769 

770 

11.4 

7,721 

866 

11.2 

Army 

12,518 

1,580 

12.6 

20,421 

2,516 

12.3 

Navy 

11,116 

1,175 

10.6 

15,540 

1,817 

11.7 

Defense Activities 

4,724 

421 

8.9 

6,772 

628 

9.3 

Education 

216 

8 

3.7 

232 

10 

4.3 

Energy 

781 

41 

5.2 

1,192 

70 

5.9 

HHS 

3,315 

101 

3.0 

4,218 

100 

2.4 

Homeland Security 

11,205 

522 

4.7 

16,020 

723 

4.5 

HUD 

283 

16 

5.7 

578 

45 

7.8 

Interior 

1,799 

120 

6.7 

2,353 

169 

7.2 

Justice 

5,119 

230 

4.5 

6,086 

218 

3.6 

Labor 

937 

67 

7.2 

892 

77 

8.6 

State 

699 

35 

5.0 

680 

36 

5.3 

Transportation 

2,765 

276 

10.0 

2,726 

271 

9.9 

Treasury 

2,415 

147 

6.1 

3,429 

224 

6.5 

Veterans Affairs 

19,068 

2,298 

12.1 

27,324 

3,008 

11.0 

AID 

63 

5 

7.9 

88 

4 

4.5 

EPA 

422 

13 

3.1 

622 

23 

3.7 

GSA 

554 

34 

6.1 

544 

24 

4.4 

NASA 

335 

6 

1.8 

439 

5 

1.1 

NSF 

42 

2 

4.8 

56 

3 

5.4 

NRC 

435 

8 

1.8 

507 

16 

3.2 

0PM 

463 

54 

11.7 

271 

24 

8.9 

SSA 

2,681 

220 

8.2 

5,493 

313 

5.7 

SBA 

85 

4 

4.7 

139 

12 

8.6 

Total CFO Act 
Agencies 

93,804 

8,313 

8.9% 

130,424 

11,402 

8.7 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 4D 

Veteran New Hires 
Total Full Time Permanent New Hires 


30% or More Disabled Veterans 



FY 2007 

FY 2008 

Total 

Employees 

Total 

Veterans 

% 

Total 

Employees 

Total 

Veterans 

% 

Total Executive 
Branch Agencies 

95,956 

4,952 

5.2 

133,325 

7,278 

5.5 

CFO Act Agencies 







Agriculture 

2,629 

57 

2.2 

3,367 

89 

2.6 

Commerce 

2,366 

18 

0.8 

2,714 

29 

1.1 

Defense 

35,127 

2,424 

6.9 

50,454 

3,848 

7.6 

Air Force 

6,769 

426 

6.3 

7,721 

547 

7.1 

Army 

12,518 

999 

8.0 

20,421 

1,714 

8.4 

Navy 

11,116 

731 

6.6 

15,540 

1,186 

7.6 

Defense Activities 

4,724 

268 

5.7 

6,772 

401 

5.9 

Education 

216 

5 

2,3 

232 

5 

2.2 

Energy 

781 

21 

2.7 

1,192 

33 

2.8 

HHS 

3,315 

50 

1.5 

4,218 

54 

1.3 

Homeland Security 

11,205 

258 

2.3 

16,020 

375 

2.3 

HUD 

283 

13 

4.6 

578 

20 

3.5 

Interior 

1,799 

69 

3.8 

2,353 

98 

4.2 

Justice 

5,119 

99 

1.9 

6,086 

TiT 

1.9 

Labor 

937 

39 

4.2 

892 

49 

5.5 

State 

699 

19 

2.7 

680 

23 

3.4 

Transportation 

2,765 

130 

4.7 

2,726 

135 

5.0 

Treasury 

2,415 

74 

3.1 

3,429 

130 

3.8 

Veterans Affairs 

19,068 

1,420 

7.4 

27,324 

1,932 

7.1 

AID 

63 

2 

3.2 

88 

3 

3.4 

ERA 

422 

6 

1.4 

622 

13 

2.1 

GSA 

554 

23 

4.2 

544 

13 

2.4 

NASA 

335 

5 

1.5 

439 

3 

0.7 

NSF 

42 

1 

2.4 

56 

3 

5.4 

NRC 

435 

4 

0.9 

507 

7 

1.4 

0PM 

463 

26 

5.6 

271 

17 

6.3 

SSA 

2,681 

144 

5.4 

5,493 

201 

3.7 

SBA 

85 

2 

2.4 

139 

7 

5.0 

Total CFO Act 
Agencies 

93,804 

4,909 

5.2 

130,424 

7,203 

5.5 
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Employment of Veterans in the Federal Executive Branch 

Fiscal Year 2008 

Table 5 


Total Hires by 

Veteran Appointing Authorities 


CFO Act 

VRA 

VEOA 

30% 

Total Executive 

Branch Agencies 

6,360 

18,898 

1,381 





Agriculture 

48 

96 

3 

Commerce 

9 

58 

2 

Defense 

4,221 

12,153 

1,141 

Air Force 

301 

2,753 

367 

Army 

2,017 

4,614 

576 

Navy 

1,677 

3,761 

81 

Defense Activities 

226 

1,025 

117 

Education 

0 

6 

1 

Energy 

5 

75 

1 

HHS 

2 

39 

8 

Homeland Security 

158 

426 

17 

HUD 

4 

11 

0 

Interior 

54 

125 

13 

Justice 

57 

69 

0 

Labor 

13 

41 

6 

State 

5 

10 

2 

Transportation 

3 

2 

1 

Treasury 

17 

16 

10 

Veterans Affairs 

1,480 

5,652 

169 

AID 

0 

0 

0 

EPA 

5 

21 

3 

GSA 

2 

42 

0 

NASA 

2 

1 

1 

NSF 

0 

1 

0 

NRC 

0 

0 

0 

0PM 

4 

6 

1 

SSA 

255 

2 

1 

SBA 

0 

2 

0 

Total CFO Act 
Agencies 

6,344 

18,854 

1,380 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 

Table 6 


Disabled Veteran New Hires under 
Veteran Appointing Authorities 


Veteran Category 

FY2003 

FY2004 

FY2005 

FY2006 

FY2007 

FY2008 

30 Percent or More Disabled 

828 

1,043 

1,252 

1,265 

1,068 

1,331 

VRA (no conversions 

1,057 

1,141 

1,591 

1,708 

1,736 

2,113 

VEOA 

1,149 

1,322 

1,806 

1,929 

2,236 

3,600 

Subtotal 

3,034 

3,506 

4,649 

4,902 

5,040 

7,044 

All Other Appointments 

5,909 

5,525 

6,603 

7,213 

7,894 

9,700 

Total Disabled Veteran Hires 

8,943 

9,031 

11,252 

12,115 

12,934 

16,744 


Table 7 


Veterans Employment by Grade Distrib ution 


Category 

Blue 

Collar 

GSR 

01-04 

GSR 

05-08 

GSR 

09-12 

GSR 

13-15 

Senior. 

Pay 

Other 

White 

Coilar 

Federal Civilian 
Workforce 

9,5% 

4.1% 

18.9% 

26.8% 

17.7% 

1.4% 

21.6% 

Veterans 

18.6% 

2.4% 

17.8% 

25.6% 

11.6% 

0.6% 

23.4% 

Disabled Veterans 

15.6% 

3.1% 

21.5% 

28.6% 

9.4% 

0.3% 

21 .4% 

1 GSR: General Schedule & Related Pay Plans I 


Table 8 


Veteran Employment Distribution 
By Occupational Category 


Category 

Total 

Veterans 

Non 

Disabled 

Disabled 

30% > 
Disabled 

Professional 





Administrative 


37.8% 

wmmm 

45.4% 

Technical 


16.9% 


18.9% 

Clerical 


5.8% 


8.8% 

Other White-Collar 


6,5% 


3.2% 

Blue-Collar 


19.5% 


13.7% 
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Employment of Veterans in the Federal Executive Branch 
Fiscal Year 2008 


List of Agency and Department Abbreviations Used in this report 


Agriculture, USDA 
Commerce, DOC 
Defense, DOD 
Education, ED 
Energy, DOE 
HHS, 

Homeland Security, DHS 
HUD 

Interior, DOl 

Justice, DOJ 

Labor, DOL 

State, DOS 

Transportation, DOT 

Treasury, TREAS 

Veterans Affairs, VA 

AID 

EPA 

GSA 

NASA 

NSF 

NRC 

OPM 

SSA 

SBA 


Agriculture, Department of 

Commerce, Department of 

Defense, Department of 

Education, Department of 

Energy, Department of 

Health and Human Services, Department of 

Homeland Security, Department of 

Housing and Urban Development, Department of 

Interior, Department of 

Justice, Department of 

Labor, Department of 

State, Department of 

Transportation, Department of 

Treasury, Department of 

Veterans Affairs, Department of 

Agency for International Development 

Environmental Protection Agency 

General Services Administration 

National Aeronautics and Space Administration 

National Science Foundation 

Nuclear Regulatory Commission 

Office of Personnel Management 

Social Security Administration 

Small Business Administration 
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Foreword 


This is America’s first strategic plan to increase the hiring of Veterans throughout the 
Federal civil service. It is a major component of President Obama’s Veterans 
Employment Initiative. 

President Obama has been clear; "America’s commitments to its Veterans are bonds 
that are sacrosanct — a sacred trust we are honor bound to uphold.” And we will. One 
way we honor that trust is by making Federal civilian employment opportunities 
available when our servicemen and women lay their uniforms down. 

It is not only a matter of honor. We all benefit from retaining the dedication, leadership, 
skills and abilities Veterans have honed in the fast-paced, dynamic environments of our 
Army, Marines, Navy, Air Force, and Coast Guard. 

And, in the words of George Washington: 

The willingness with which our young people are likely to serve in any war, no 
matter how justified, shall be directly proportional as to how they perceive the 
Veterans of earlier wars were treated and appreciated by their country. 

Veterans’ Preference in hiring dates back to the Civil War era. Since then, Congress 
has enacted laws to prevent Veterans seeking Federal employment from being 
penalized for their time in military service. Veterans' Preference recognizes the 
economic loss often suffered by citizens who have served, restores Veterans to a 
favorable competitive position for Government employment, and acknowledges the 
larger obligation we owe to disabled Veterans. 

It’s not enough simply to say, however, “We’ll add five or ten points to your score, thank 
you for applying.” 

We must aggressively dismantle barriers to entry and success for Veterans and 
transitioning service members pursuing careers in the Federal civil service. By 
implementing and building on this Strategic Plan, we will create a Federal culture that 
welcomes Veterans and values their service, skills, and dedication. 


John Berry 
Director 
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Introduction 


The Federal Executive Branch (hereafter referred to as the Federal Government) is the 
Nation’s leading employer of Veterans. Nearly a half million (481 ,223) Veterans are 
employed today in agencies across the country and around the world. Veterans 
comprise more than one out of every four Federal workers. FY 2008 hiring data for 
agencies identified in the President's Executive Order on Veterans Employment, which 
represent 97.8% of ail Federal workers, show these agencies employ 476,684 
Veterans. Other agencies reported approximately 4,539 of their employees are 
Veterans. Additionally, the total Veteran new hires in the Federal Government have 
increased from 52,452 in FY 2007 to 65,631 in FY 2008. In comparison to the private 
sector, the Federal Government hires three times the percentage of Veterans, seven 
times the percentage of disabled Veterans, and ten times the percentage of severely 
injured Veterans. 

We are proud of our accomplishments relating to Veterans’ employment, but we can 
and must do more. Not only is hiring Veterans the right thing to do, it also makes good 
business sense. The Government invests significant resources in the training and 
development of military service personnel. Acting aggressively to retain transitioning 
military service personnel within the Federal Government helps maximize our return on 
this investment and can fill high-demand positions in Federal agencies. 

However, as we look closely at our Veteran employment numbers, we realize there are 
pockets of excellence within the Government that must be explored and shared so all 
agencies benefit from the talents and dedication Veterans bring to the Federal 
workforce. For instance, nearly 80% of Veterans are employed in three Departments - 
Defense, Veterans Affairs, and Homeland Security. These Departments make up 
approximately 58% of the workforce. Some will argue that these agencies have 
occupations that are more conducive to the skills sets of transitioning military service 
members and Veterans. There is some truth to that assertion, but at the heart of the 
issue is the need for a better overall approach to recruiting, on-boarding, and providing 
career counseling to Veterans. 

The Government-wide Veterans' Recruitment and Employment Strategic Plan for FY 
2010 -FY 2012 was born out of the sincere belief that by leveraging the practices of 
successful agencies, like those mentioned, we, as a Government, will be more effective 
in our Veteran recruitment and employment efforts. 

To develop this Strategic Plan, the Office of Personnel Management (0PM) convened 
interagency representatives from across Government for a two-day strategic planning 
session on July 7-8, 2009, at its Eastern Management Development Center in 
Shepherdstown, West Virginia. Senior leaders from the Departments of Defense, 
Labor, Veterans Affairs, Commerce, Homeland Security, Treasury, and Transportation, 
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as well as OPM, attended the session. During the session, we identified five key 
barriers to increasing the number of Veterans employed in the Federal Government: 

• Lack of clear leadership regarding the value and importance of hiring Veterans; 

• infrastructure that does not support advocacy of Veterans’ employment within 
Federal agencies; 

• Insufficient understanding of Veterans’ Preference and utilization of special hiring 
authorities by our HR professionals and hiring officials; 

• Inadequate understanding of Veterans' Preference and the Federal hiring 
process by our Veterans and transitioning service members; and 

• Absence of systems to match Veterans’ skills and education to positions within 
the Federal Government. 

This Strategic Plan aggressively breaks through these barriers using a number of 
strategies centered on four comprehensive areas. These areas of focus were outlined 
in the Executive Order for the Employment of Veterans in the Federal Government: 1 ) 
Leadership Commitment; 2) Skills Development and Employment; 3) Marketing 
Veterans’ Employment; and 4) an Information Gateway. 

• Leadership Commitment - establishes a governance structure and infrastructure 
dedicated solely to the employment of Veterans in the Federal Government; 

• Skills Development and Employment - focuses on providing employment 
counseling and aligning the talents and aspirations of Veterans and transitioning 
service members with civil service career opportunities; 

• Marketing Veterans' Employment - creates a marketing campaign targeted to 
Veterans and transitioning service members on the benefits of continuing their 
careers with the Federal civil service as well as targeted to hiring officials on how 
Veterans can meet skills demands in their organizations; and 

• Information Gateway - creates a single-source website for disseminating 
accurate and consistent Veteran employment information and resources for 
Veterans, human resources (HR) professionals, and hiring officials. 

An initiative of this magnitude is a great challenge. It requires a strategic approach and 
a shared vision. But, most important, it requires our commitment to make it happen. 
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Our Vision 


The Federal Government will become America’s 
Wlodei Empioyer of Veterans 


The Vision Statement embodies our key guiding principles: 

• We have top leadership support and accountability for the recruitment, 
employment, development and retention of Veterans in the Federal Government; 

• We are committed to Veterans by administering Veterans' Preference and 
acknowledging the sacrifices of both Veterans and their families; 

• We ensure there are no barriers to Veterans' employment; 

• We value Veterans for their commitment to public service, skills, and dedication; 

• We recognize that military spouses and Veterans’ families also possess skills 
and the public service motivation needed in the Federal workplace; 

• We make a special effort to employ those Veterans who have the most difficulty 
in transitioning to employment, such as homeless and disabled Veterans; and 

• We identify and promote excellence throughout Government in the recruitment, 
on-boarding, development, and retention of Veterans. 
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Our Mission 


Increase the Employment of Veterans in 
the Federal Government 
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Strategic Goals 

The strategies in this plan are designed to help agencies take a comprehensive and 
collaborative approach to Veterans’ employment in the Federal Government. By 
leveraging the capacity and resources of the Departments of Defense, Labor, Veterans 
Affairs and Homeland Security, and 0PM, each Federal Executive Branch agency^ will 
be better positioned to increase the number of Veterans coming into its workforce and 
to utilize their talents to achieve its mission. 

Leadership Commitment 

strategic Goal: Ensure Federal leaders advocate the value and Importance of 
hiring Veterans in the Federal Government 

Our Federal leaders boldly advocate for Veterans’ employment, understanding the 
sacrifices our Veterans have made in protecting our country and preserving our tenets 
of freedom. They deem the skills, leadership and discipline that Veterans bring to our 
ever evolving and dynamic workplaces as essential to meeting mission objectives. 

Strategies: 

1. Create a governance structure within the Federal Government to provide 
leadership and accountability for Veterans’ employment by: 

a. Issuing an Executive order establishing the Veterans Employment Initiative 

b. Establishing an interagency Council on Veterans Employment co-chaired by 
the Secretaries of Labor and Veterans Affairs, with the Director of the Office 
of Personnel Management serving as Vice-Chair, and comprised of the heads 
of certain specified agencies and any others the President may designate 

c. Establishing a Steering Committee, which shall consist of the Secretaries of 
Defense, Labor, Veterans Affairs, and Homeland Security, the Director of 
0PM, and any other Council member designated by the Co-Chairs 

d. Providing an annual report to the President on the progress of the Veterans' 
Employment Initiative 

e. Establishing a Veterans Employment Program Office within 0PM designed to 
provide Government-wide leadership and support policy direction 


Agencies listed in section 901(b) of title 31, United States Code (CFO Act) 
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f. Developing and implementing Government-wide Veterans' Recruitment and 
Employment Strategic Plan 

g. Continuing OPM's oversight of Federal hiring programs to ensure adherence 
to Veterans' Preference law, and 

h. Reporting Veterans' employment results in the Annual Human Capital 
Management Reports of agencies 

2. Create advocates for Veterans’ employment within each Federal agency by: 

a. Establishing Veterans Employment Program Offices, or designating an 
agency officer or employee with full-time responsibility for promoting 
Veterans' recruitment, employment, training and development, and retention 
in their agencies and working with agencies having Veterans' employment 
services and resources. Agencies should consider using available special 
hiring authorities, including those specifically designed to hire Veterans, when 
staffing these offices 

b. Developing and implementing agency-specific Veterans' Employment 
Operational Plans that are aligned with this Strategic Plan and the agency's 
Strategic Human Capital Plan 


INDICATORS OF PROGRESS 

• Executive Order 13518 signed November 9, 2009 

• Co-Chairs convene Council on Veterans Employment, outlining the Government- 
wide Veterans' Recruitment and Employment Strategic Plan 

• OPM, in consultation with the Council, releases the Government-wide Veterans' 
Recruitment and Employment Strategic Plan in January 2010. 

• By March 2010, all agencies have established Veterans Employment Program 
Offices. 

• By April 2010, all agencies have submitted their Veterans' Employment 
Operational Plans 
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Skills Development and Employment 

strategic Goal: Align Veterans’ and transitioning service members' skills and 
career aspirations to Federal employment opportunities 

The Federal Government is the most diverse and progressive employer in the country. 

It employs every possible occupation and career field imaginable. In addition, there are 
a number of high-demand occupations (those where a strong recruitment need exists 
over the next several years) that must be filled so Federal agencies successfully meet 
their mission objectives. The key is aligning Veterans and transitioning service 
members with these employment opportunities. Through skills developed during 
service and from additional training and education received through the Gl Bill, 
Vocational Rehabilitation, and Veterans Employment and Training Services, Veterans 
and transitioning service members are excellent candidates to fill high-demand 
occupations in Federal agencies. 

1. Match Veterans’ skills with Federal career opportunities by; 

a. Developing an interactive program to translate military skills to Federal civilian 
occupations and produce a document for Veterans and transitioning service 
members outlining potential Federal careers based on their military 
experience 

b. Developing a transitioning service member. Veteran, and spouse resume 
bank/skills inventory so hiring officials are able to easily search and identify 
Veterans with skills to meet staffing needs 

2. Improve Veterans’ and transitioning service members’ success in obtaining 
and maintaining a Federal career by: 

a. Maximizing career counseling opportunities for Veterans, transitioning service 
members, and their spouses through social network platforms available on 
0PM and other Government websites as well as through other counseling 
resources within the Departments of Labor and Veterans Affairs and agency 
dedicated Veteran Employment Program Offices 

b. Training and educating Veterans and transitioning service members to meet 
the staffing needs of agency high-demand and other occupations 

c. Aligning the Veterans Employment Initiative with other Federal initiatives 
targeted to those Veterans who have the most difficulty in transitioning to 
employment, such as women, homeless, and disabled Veterans 

d. Aligning Veterans recruitment efforts, including outreach to homeless and 
disabled Veterans and their families, with hiring initiatives 
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e. Providing Federal workforce staffing projections to Veterans’ employment 
counselors and others providing employment assistance to Veterans 

f. Developing and implementing programs to maximize the retention of 
Veterans within the Federal agencies, particularly in agency high-demand and 
other occupations 

g. Developing a network of mentors at Federal agencies who will support the 
transition of Veterans into their agencies 

3. Maximize the transition assistance experience for all service members and 
spouses by: 

a. Instituting policy to reinforce leadership commitment and support of service 
members’ transition process 

b. Instituting policy that encourages every eligible service member to take the 
opportunity to enroll in any or all of the four components of the Transition 
Assistance Program (TAP) 

1 ) Pre-separation Counseling 

2) DDL Employment Workshops 

3) VA Benefits Briefings 

4) Disabled Transition Assistance Program (DTAP) 

c. Enhancing Federal employment information within DDL Employment 
Workshops to include Veterans’ and military spouses’ employment 
information 

d. Expanding membership of the TAP Steering Committee to include 0PM 


INDICATORS OF PROGRESS 

• Interactive military skills matching program is deployed 

• Agencies use resume bank as a source for Veteran, transitioning service 
member, and military spouse candidates 

• Other Federal Veteran initiatives are identified and intergrated into operational 
planning 

• Veterans’ and transitioning service members’ skills and training are aligned with 
selected high-demand occupations 

• Veterans receive career counseling through the social network platforms on the 
Veterans’ Employment Website and through agency Veteran Employment 
Program Offices 

• DOD and DHS issue revised TAP policies 
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• All DOL Employment Workshops include updated Federal employment 
information 

• The Government experiences an increase in the number of qualified Veteran 
applicants 
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Marketing Veterans Employment 

strategic Goal: Ensure Federal agencies view Veterans’ skills and dedication as 
essential in meeting mission objectives 

Each year the Federal Government spends millions of dollars training our military 
service members to meet numerous challenges, including those in hostile 
environments. Over the years, these servicemen and women have developed key 
leadership and technological skills and have developed a strong sense of public service. 
It is critical we aggressively market the Federal civil service as a place Veterans and 
transitioning service members can continue serving America while realizing their career 
aspirations. At the same time, we must also ensure hiring officials are keenly aware of 
Veterans’ skills and attributes and view them as essential in meeting mission objectives. 

Strategies: 

1. Promote Veterans and their employment in the Federal Government by: 

a. Creating a Government-wide marketing campaign highlighting Veterans' and 
transitioning service members' skills, leadership, and dedication and how 
those attributes will support Federal agencies in meeting mission objectives 

b. Linking the Government-wide marketing campaign to agency-specific 
recruitment efforts and operational planning 

2. Promote the Federal Government to Veterans, transitioning service members, 
and their spouses as the “Employer of Choice” by: 

a. Integrating the Government-wide marketing efforts with Transition Assistance 
Programs and other targeted marketing efforts underway at the Departments 
of Defense, Labor, and Veterans Affairs 

b. Including a link to OPM's Veterans Employment website on all job opportunity 
announcements 


INDICATOR OF PROGRESS 

• Veterans Employment Initiative marketing campaign launched November 12, 
2009 

• By April 2010, agencies are using the marketing materials as part of their 
Veteran outreach efforts 

• Veterans and transitioning service members indicate the Veterans Employment 
Initiative encouraged them to pursue Federal employment 
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• The Federal Government experiences an increase in the number of Veterans 
applying and inquiring about jobs 

• Federal hiring officials indicate they are highly satisfied with the qualifications of 
Veteran applicants 

• All job opportunity announcements include a link to OPM's Veterans Employment 
website 
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Information Gateway 

strategic Goal: Ensure Veterans, transitioning service members and their 
families, HR professionals, and hiring managers receive accurate and consistent 
information regarding Veterans’ employment 

Veterans’ Preference is a critical, as well as a legal, component of our Federal 
employment system and we must ensure those entrusted with its protection are aware 
of their responsibilities. Additionally, the Congress has enacted numerous special hiring 
authorities to facilitate hiring Veterans in the Federal Government. We must also 
ensure hiring officials and Veterans are aware of these authorities and how they can 
expedite bringing Veterans onboard in their agencies. 

Strategies: 

1. Provide accurate and consistent information to Veterans, transitioning service 
members, military spouses, HR professionals, and hiring managers by: 

a. Redesigning OPM's Veterans’ Employment Website to serve as the single- 
source for Veterans' employment information 

b. Establishing a gateway to Government-wide Veterans' employment 
information, training and talent development resources, and transition 
assistance, reintegration, and support services 

2. Ensure HR professionals and HR hiring officials are well-versed on Veterans’ 
Preference, special hiring authorities, and reasonable accommodations for 
Veterans, transitioning service members and their families by: 

a. Designing and providing agencies training for HR professionals and hiring 
officials on Veterans’ employment, including the strategic use of special hiring 
authorities, employment of military spouses, and reasonable accommodations 
for disabled Veterans 

b. Leveraging current learning technology to ensure maximum distribution of 
training on Veterans employment 


INDICATORS OF PROGRESS 

• OPM's Veterans’ Employment Website launched on January 21 , 2010. 

• Agencies link to the 0PM Veterans’ Employment Website, ensuring consistent 
and accurate information across Government. 
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• Veterans, transitioning service members, military spouses, HR professionals, and 
hiring officials Indicate that information on the OPM Veterans' Employment 
Website is useful through online feedback 

• Agency HR professionals and hiring officials receive annual training on Veterans 
employment 

• Agencies increase the use of special hiring authorities to appoint Veterans to 
Federal positions 
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Plan Implementation 

All Federal agencies will have responsibility for implementing the Strategic Plan. 0PM 
and the Departments of Defense, Labor, Veterans Affairs, and Homeland Security will 
champion specific strategies as well as work together to implement others. In addition, 
other Federal agencies will be involved in achieving specific objectives where they have 
core competence or direct influence over the outcome. The Council on Veterans 
Employment will seek to align the strategies and operational efforts of this plan with 
other Federal initiatives regarding Veterans’ employment. 

A detailed Government-wide Veterans' Recruitment and Employment Operational Plan 
will further delineate the discreet actions, planned completion dates, and performance 
measures/indicators to assess success. After the Operational Plan is released each 
agency covered under the Executive order will be responsible for developing its own 
agency-specific operational plan. Agency-specific operational plans will align with the 
Government-wide Strategic Plan and the agency’s Strategic Human Capital Plan. 

Yearly operational plans will be developed until strategies are achieved and our goals 
are obtained. 

Starting FY 201 1 , 0PM will provide a report to the President of the United States on the 
progress of the Veterans Employment Initiative. Additionally, each agency will include 
its results relating to this initiative in the Annual Human Capital Management Report 
submitted to 0PM by December 1 5 of each year. 
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Questions for the American Federation of Government Employees, AFL-CIO (AFGE) for the Record from 
the May 19, 2010 hearingon Federal Hiring. 


Question; What do you believe will be the short and long-term consequences of misuse of the Federal 
Career Internship Program (FCIP)? 

Answer: In the shortterm, there will be thousands of federal employees forced to endure a 
probationary period that is twice the length of that of employees hired under competitive procedures. 
During that time, they can be fired for any reason or no reason. There wiil be thousands, perhaps 
millions of Americans, who will have been deprived of an opportunity to compete for a federal job for 
which they were qualified. Many of those denied such opportunities will have been veterans. Many will 
have been federal employees who have been working toward a promotion or a lateral move. These are 
perhaps the most insidious aspects of FCIP: the direct hiring also means targeted advertisements rather 
than broad-based announcements, restricted "competition" for jobs, and lost opportunities for 
candidates who might be better than those selected through FCIP processes. 

In the long term, FCIP's misuse undermines the Merit System, and thus we believe that all its elements 
are threatened by this misuse. When the principle of open competition is routinely breached, it ceases 
to be an inviolable principle, a requirement, or eventually, anything more than a quaint relic. We also 
believe that widespread abuse of FCIP may eventually lead to politicization of hiring, as there are few 
safeguards to prevent it when competitive procedures are evaded. Also, although 0PM insists that FCIP 
does not violate veterans' preference, it can be used to avoid advertising to veterans, and otherwise 
making job opportunities known to veterans. Thus, we believe, at a minimum that FCIP violates 
veterans' preference and opportunities for veterans to find employment in the federal government. 
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